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ABSTRACT 
It is important for all of us to realize that we live in a period of great environmental 
crisis and there is a pressing need to create a more sustainable environment on 
both a global and local scale. Resources must be consumed with care and harm 
to the natural environment and human health must be minimized if not prevented. 
In order to ensure a better city environment and a higher quality of life for us and 
future generations, developers, construction companies and government 
agencies must participate in sustainable development. Therefore, the way these 
organisations define and implement sustainable development is vital to improving 
our living environment. Organisational culture is widely considered as an 
important factor in organisational management. According to past research, it has 
always had an adverse effect on the behaviour of people belonging to an 
organisation. 
 
In this research, a questionnaire study was conducted to find if there is any 
empirical evidence to prove the relationship between corporate sustainability and 
organisational culture within development companies. It was found that most of 
their culture profiles have a dominant culture in markets or clans. For corporate 
sustainability, only a few of them have implemented sustainability practice in their 
business strategies and operations, while most of them are still in the early stage 
towards a sustainable corporation. The research also shows that the clan culture 
has a significant linkage with the high level of implementation of corporate 
sustainability. 
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It is hoped that results in this dissertation may provide a useful insight for 
development companies in Hong Kong so as to find ways to successfully 
implement corporate sustainability. 
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Chapter 1 Introduction 
1.1 Background 
Sustainability is arguably the most popular term in today’s literature as 
government agencies and large organisations have to address the issue of 
sustainability in their plans, strategies, policies or projects all the time. An 
increased number of Investors have diversified their portfolios by investing in 
companies that has devoted to corporate sustainability. Such new investment 
style has emerged because it can create long-term values to investors by 
managing risks and embracing opportunities generated from on-going economic, 
environmental and social developments. 
 
The council for sustainable development was established in 2003 by the Chief 
Executive of HKSAR government as one of the initiatives to promote sustainability 
in Hong Kong and to advise the Government on sustainable development strategy. 
It also facilitates community participation and public awareness to sustainable 
development. As frequently as these key players in Hong Kong’s development 
process have addressed the catchword sustainability, one would still realise that 
there is divergence between view of the society and these key players in some of 
the new development projects, such as the Queen’s Pier preservation incident, 
the West Kowloon District Development plan, and the demolition of Wan Chai 
Market. Never in the history of Hong Kong has a development issue been so hotly 
debated in these cases. The future shape of this city’s greatest asset is those that 
have drawn passionate comments from a cross-section of the community. With 
such controversy in the claimed sustainable development strategies of the 
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participants in development process and the response of the community, one may 
doubt that if sustainability practices implemented by development companies are 
up to international standards. 
 
Sustainability practices have been implemented by different industries and 
multinational or local companies such as International Business Machine 
Corporation (IBM) and Kowloon Motor Bus Company (KMB) However, the 
incidents mentioned earlier imply that there are difficulties in implementing 
corporate sustainability into the development business. 
 
Literature such as Dunphy et al. (2007); Orssatto (2001); Kekale and Kekale 
(1995) illustrate that failure for the implementation of corporate sustainability is 
caused by a mismatch of organisational culture. It is believed that a successful 
implementation of corporate sustainability practices is dependable from the 
organisational culture in an organisation. 
 
Organisational culture can be concluded as the values, beliefs and behaviours 
that are shared within an organisation. Everything performed by members of the 
organisation is affected by their shared values or beliefs. Implementing corporate 
sustainability has no exclusion in this area as well. Therefore, one could say the 
organisational culture should have a link with the corporate sustainability 
strategies as well as operations carried out by the organisation. Values from a 
culture would definitely have an effect on the values towards sustainability. 
 
In this research, in order to know more about the corporate sustainability in Hong 
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Kong development companies, organisational cultures of those companies will be 
diagnosed and the relationship with the corporate sustainability level will be 
tested. 
 
The rationale behind this study is to investigate sustainability as defined by 
developers, as well as to establish whether there exists a relationship between 
organisational culture and the implementation of sustainable practices in 
developer organisations. This research aims to show how corporate strategies 
might be defined in order to successfully implement sustainable development. 
 
1.2 Objective of the Study 
The objective of this paper is: 
i) To capture and understand the organisational culture profiles of Hong Kong 
development companies 
ii) To identify the sustainability practice employed by Hong Kong development 
companies 
iii) To find out the relationship between the organisational culture and the 
implementation of corporate sustainability 
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1.3 Significance of the Study 
i) The world is constantly changing. People’s expectations towards a 
company, economic situation are some examples of factors from the 
external environment which may lead a contribution to a cultural change 
within an organisation. Understanding the current culture profile surely 
allows companies to have a better judgment on culture maintenance or 
innovation. 
ii) For the property industry, understanding the organisational culture has a 
powerful effect on improving its performance and long-term effectiveness, 
as stated by many scholars such as Cameron and Quinn (1999). As a 
result, this study allows the understanding of current organisational culture 
profiles for those development companies, which could help in improving 
their performance and effectiveness of their long-term strategies. 
iii) Sustainable development is always mentioned among developers; 
however, the implementation of sustainable practice in developers in Hong 
Kong, at first glance, does not appear to be significant. Studies on the 
implementation of sustainable practice on these development companies 
are therefore important. 
iv) In Hong Kong, there are not many studies on organisational culture profiles 
for development companies. Liu and Zhang (2004) claimed that 
organisational culture can be regarded as the “stimulus” of the adoption of 
various behaviours in the organisation. The study may lead to improvement 
of behaviours for some companies, and later on for the whole development 
of the industry. This research will be a good start for scholars to go further 
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beyond this topic. 
v) A successful implementation of sustainable practice depends on the 
involvement of all individuals within an organisation, so it is asserted here 
that the structure of an organisation will have an observable impact on the 
implementation of sustainable practices. For the top management 
personnel who have the power to implement different strategies for the 
organisation, their mindset as well as values towards sustainability are 
vitally important. They should have a better understanding in their 
organisational culture of their companies so that efficient schemes could be 
implemented without any waste on resources. Therefore, it is important to 
look at which culture(s) is/are suitable for the company to implement 
sustainability 
 
1.4 Structure of the Thesis 
The featured objectives are answered with the help of major blocks within the 
theme depicted in Figure 1. The introductory chapter provides an overview of the 
thesis and the research field. It explains why this research project is a worthwhile 
endeavour detailing the substantial potential for new insights and contributions. 
From the very beginning, the reader is forewarned of the mounting controversy 
surrounding the two principal constructs of this study. Nevertheless, despite more 
than 20 years of intense academic research, organisational culture remains one of 
the most challenging and polarising topics in organisational research today, with a 
“cultural war” raging even about the field’s basic assumptions. 
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Figure 1: Structure of the Thesis 
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Chapter 2, 3 and 4 constitute the literature review. Chapter 2 Culture and 
Organisational Culture reviews literature relating to organisational culture. First, 
the definition and concepts of culture are reviewed. Then, issues such as 
definition and dimensions of organisational culture are identified. Chapter 3 
Sustainable Development and Corporate Sustainability reviews different literature 
concerning corporate sustainability. In order to have a better understanding 
towards corporate sustainability, definitions and concepts of sustainable 
development and sustainability are studied. Chapter 4 Relationship between 
Organisational culture and Corporate Sustainability looks at various researches 
on corporate sustainability and organisational culture which have concluded a 
relationship. These relationships are understood and their concepts are studied 
under the competing values framework. In addition, theory of behaviour is 
reviewed as the success of corporate sustainability is actually depending on the 
organisational behaviour. 
 
Chapter 5, 6, 7 & 8 forms the research. Chapter 5 discusses the research design, 
with the discussion and identification on an appropriate methodology and method 
of analysis. Elaborations follow delineating: (a) how the constructs are 
conceptualized; (b) how and why the survey was carried out; and (c) identifying 
the target group and participants. Chapter 6 Content Analysis: Overview of 
Sustainability Practice of Development Companies in Hong Kong forms the 
qualitative analysis on Hong Kong development companies regarding the 
implementation of sustainability at the strategic and operational level. Chapter 7 
Analysis: Organisational culture profile and corporate sustainability score 
analyses the data collected from the responded development companies to 
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generate an organisational culture profile of these companies. Their respective 
corporate sustainability levels are studied by using the sustainability balanced 
scorecard based on the international criteria. The results from corporate 
sustainability and organisational culture are then studied by different kinds of 
justification such as test of significance and test of association. The results are 
discussed further in Chapter 8 Summary, discussion of findings and conclusion. 
Implications for theory and practice are then derived from such results. Moreover, 
the limitations of this study are identified, followed by suggested directions for 
future research. Conclusions close this thesis research. 
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Chapter 2 Culture and Organisational Culture 
2.1 Introduction 
Many people in the business do not consider culture as a crucial factor that can 
affect an organisation or society. The importance of culture is being ignored due to 
lack of interest and understanding of the general public. 
 
One of the aims of this thesis is to capture and understand organisational culture 
in the Hong Kong development industry. In this chapter a better understanding of 
organisational culture is obtained by examining the underlying values of culture. 
 
2.2 Definition of Culture 
Many different definitions of culture are current in literature. They vary in the 
degree of looseness or precision, however, most scholars would agree 
substantially with the following propositions of Herskovits (1949) on the theory of 
culture: 
i) Culture is learned; 
ii) Culture derives from the biological, environmental, psychological, and 
historical components of human existence; 
iii) Culture is structured; 
iv) Culture is divided into aspects; 
v) Culture is dynamic; 
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vi) Culture is variable; 
vii) Culture exhibits regularities that permit its analysis by the methods of 
science; 
viii) Culture is the instrument whereby the individual adjusts to his total setting, 
and gains the means for creative expression. 
 
Based on these propositions, Kluckhohn (1951) further defines: 
“A culture is a historically created system of explicit and implicit designs for living, 
which tends to be shared by all or specially designated members of a group at a 
specified point in time.”   
 
Grounded on Klukhohn’s definition, culture systems may be considered as 
products of actions and as conditioning elements of future actions.  
 
Meanwhile, Hofstede (1991) defines culture in two ways. In the narrow sense, 
culture commonly means civilization or refinement of the mind and in particular 
the results of such refinement, such as art and education. Culture, however, if 
corresponds to a broader use as mental software, includes the refinement of mind 
and the ordinary and menial things in life: patterns of thinking, feeling, greeting, or 
maintaining body hygiene, etc. Hofstede (1991) treats culture as the collective 
programming of mind which distinguishes the members of an organisation from 
another and is learned, shared, but not inherited. It derives from one’s social 
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environment and is specific to a group or category. 
 
From these explanations, it can be understood that although no single individual 
will process all the cultural characteristics of the group to which one belongs, 
culture is a concept resting on the collective level of group of individuals. 
 
In order to get a firm grip of the fuzzy concept of ‘culture’, the concept of cultures 
will be systematised among scholars and literature. They are also useful in 
understanding and defining ‘organisational culture’ as well. Beyer and Trice (1993) 
divide culture into two core components:  
i) Ideologies 
Ideologies are abstractions. Actual content or substance of a culture which 
consists of shared systems of beliefs, values, and norms; are embodied in 
their cultures as ideologies – shared, interrelated sets of beliefs about how 
things work; values that indicate what is worth having or doing; and norms 
that tell people how they should behave.  
ii) Cultural Forms 
Cultural forms are concrete manifestations of culture, which are observable 
ways that members of a culture express cultural ideas. They consist of 
observable entities through which members of a culture express, affirm, 
and communicate cultural substance to one another. 
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On the other hand, Michela and Burke (2000) delineate value, norm and schemas 
as the main components in constituting the concept of culture. 
i) Value 
The concept of values contributes to emotional aspects of culture and is 
central to many definitions of culture. (Michela and Burke, 2000) Values 
influence a wide variety of specific behaviours. Likewise, Kluckhohn (1951) 
suggests that values are a core element of culture. According to Hofstede 
(2001), value is about mental programs which are relatively unspecific. 
Value is held by individuals as well as by collective individuals while culture 
is assumed as a collectivity. 
ii) Norm 
Michela and Burke (2000) emphasise the concept of norms gives to social 
and behavioural aspects; they looked at norm in two aspects: What people 
typically do; and what people are supposed to do. People tend to think that 
typical behaviour is the right thing to do. It is a collectivity of value and 
specifies those values which are held by the majority within a group. Like 
other concepts of culture, norms and values are often intertwined. (Michela 
and Burke, 2000) Norms often imply identifiable values, so either or both 
may explain corresponding behaviour. 
iii) Schemas 
The concept of schemas emphasises cognitive aspects, such as beliefs of 
doing the right things. Schema is generally defined as mental framework or 
structure for identifying or understanding things, events and situation. 
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(Michela and Burke, 2000) According to Strauss and Quinn (1997), they 
regard schemas as collections of elements that work together to process 
information at a given time. It is a part of culture as it is the product of 
humanly mediated experiences. Marshall (1995) regards it as a vehicle of 
memory, allowing individuals to recognise easily some similar experience 
when facing a problem. Schemas are important in motivating general and 
specific understanding of culture, because they bind elements such as 
values and needs to action. (Pratkanis and Greenwald, 1989) 
 
Meanwhile, Schein (1985) studies culture in accordance to different levels, in 
which degree that people could observe the culture phenomenon. He divides 
culture into three levels. The surface level is artifacts, which is one can see, hear 
and feel. The middle level is espoused beliefs and values, i.e. strategies, goals 
and philosophies. The deepest level is the underlying assumptions, which are the 
ultimate sources of values as the rationale of any action. 
 
In the following section, the levels and dimensions of cultures are studied based 
on the development of their definitions. They are helpful in discovering the impact 
of culture in effect with different organisational management approaches. 
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2.3 Characteristics of Culture 
In line with the propositions of Herskovits (1949) on the theory of culture, Beyer 
and Trice (1993) spell out the six characteristics of culture: 
i) Collective 
Cultures cannot be produced by individuals acting alone, they originate as 
individuals interact with one another. Cultures are repositories of what their 
members agree about. Persons who do not endorse and practice 
prevailing beliefs, values, and norms become marginal and may be 
punished or expelled. 
ii) Emotionally charged. 
Cultures help to manage anxieties, so their substance and forms are 
infused with emotion as well as meaning. People cherish and cling to 
established ideologies and practices because they seem to make the 
future predictable by making it conform to the past. People’s allegiances to 
their ideologies and cultural forms are therefore sprung more from their 
emotional needs than from rational consideration. 
iii) Historically based. 
Culture cannot be divorced from their histories. To develop a culture, 
people need to spend time together to interact and share with one another 
common uncertainties and some ways of coping with them. Thus, a 
particular culture will be based in the unique history of a particular group 
under a unique set of circumstance. 
iv) Inherently symbolic. 
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Cultures are symbolic, emphasizing the expressive side rather than 
practical and technical side of human behaviour. Turner (1967) thinks 
symbols infuse cultural communication so much that they are considered 
the most basic unit of cultural expression. 
v) Dynamic. 
While cultures create continuity and persist across generations of members, 
they are not static, but dynamic. Cultures continually change. Imperfect 
understanding of a culture, individual discretion, the non-conscious 
transmission and reception of culture, the imprecise symbolism and new 
demands and opportunities in their changing environments, all reasons 
show how and why cultural persistence is imperfect and dynamic. 
vi) Inherently fuzzy. 
Cultures are not single sets of ideas, but often compose of contradictions, 
ambiguities, paradoxes, and just plain confusion. The more complex and 
fragmented the circumstances a human group confronts, the more likely it 
will mirror these elements in its culture with fuzziness. 
 
The above sections highlight some of the more cultural and expressive aspects of 
organisational life by introducing and illustrating some concepts widely used in 
sociology and anthropology but not yet integrated into the theoretical language of 
organisational behaviour. With a brief understanding on these basic concepts of 
culture, incorporated into organisational theories, it is possible to further define 
and evaluate cultures in organisations. 
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2.4 Definition of Organisational Culture 
Defining organisational culture is clearly the key to understand how this research 
is carried out and to explain one of the sources for organisational culture as a 
polarising and ambiguous topic. An early study of organisational culture by 
Pettigrew (1979) emphasises and highlights the importance of research in 
organisational culture. Since then, organisational or corporate cultures have been 
a fashionable topic and linked to every aspect of organisational behaviour and 
management. The “mysterious and seemingly irrational things that go on in 
human systems” (Schein, 1984) have been defined in numerous ways 
subsequently outlined here. Kroeber and Kluckhohn (1952) had already gathered 
170 definitions of culture; hence, grouping becomes essential for better 
understanding to organisational culture. 
 
A frequent attempt at categorizing definitions distinguishes between ideational 
and materialistic approaches, or a combination thereof. (Bidney, 1968) Table 1 
provides an overview of selected definitions which demonstrates this variety. The 
first three definitions from Sathe (1985), Louis (1985) and Cameron and Quinn 
(1999) emphasise the conceptualisation of organisational culture in terms of 
meanings and understandings with a focus on the cognitive aspects. These three 
examples show two common features to many definitions: the perception of 
culture as something shared, and a reference to culture being distinctive and 
unique. The fourth definition from Mills (1988) emphasises the conceptualisation 
of organisational culture in terms of meanings and understandings with 
considerations of material conditions. An attempt to bride the gap between 
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ideational and materialistic aspects is found in many classifications of culture 
definitions. Bidney (1968) uses the terminology of “idealistic” and “realistic”. 
Kluckhohn and Kelly (1972) adopt a similar approach and differentiate between 
descriptive and explicative concepts of culture. 
 
Subsequent definitions offer finer distinctions of the relationship between 
ideational and materialistic aspects. In some definitions, such as number 4, both 
ideational and materialistic sides constitute culture. In other approaches only 
ideational aspects represent culture. Materialistic aspects are essential but not a 
constitutional part. (Martin, 2002) As an alternative approaches, organisational 
culture can be grouped into either generalist or specialist ones. The latter defines 
culture with only a single or very few manifestations. Some examples of specialist 
ones are definition 5 by Schall (1983) focusing on communication activities, 
definition 6 by Davis (1984), narrowing the view to values and beliefs. Definition 7 
by Schein (1985) is the most comprehensive, which differentiates between three 
levels of depth, namely artefacts, values and basic assumptions.  
 
In addition to depth, the breadth of manifestations can differentiate between 
definitions as well. Definition 8 by Smircich (1983) conceptualised organisational 
culture with several manifestations such as rituals, symbols, and language. 
Beyond differences in comprehensiveness, most definitions share the perception 
of culture as a common phenomenon. However, several definitions allow for 
subcultures and inconsistency. Definition 9 by Feldman (1991) serves as a 
exemplary definitions. These inconsistencies can thereby explain some of the 
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organisational problems mentioned in Mills’ (1988) definition 4. An intriguing 
question is whether or not an organisation’s culture is unique. (Shown in definition 
2, 3 and 8) If it is really unique, little scope for cross-company generalisations 
exists. According to Martin (1992), they may take personal pride in working in a 
unique environment. Particularly in individualistic societies people generally want 
to be viewed as unique and special. (Snyder and Fromkin, 1980) Whether these 
reasons or just the lack of knowledge of other organisations’ cultures explains the 
perception of a unique context, there is dissension on uniqueness among various 
definitions. Definition 10 expands the range by supplementing a teleological 
aspect. To survive, human beings interact in a variety of ways with each other and 
with their environment, hence produce and reproduce different cultures during the 
process. (Godelier, 1986) This view of organisational culture as a tool for 
problem-solving is vital to this project, since the process of achieving corporate 
sustainability poses new difficulties and challenges. Definition 11 and 12 in turn 
enrich the consequence-oriented view of organisational culture and even assign it 
a strategic role by viewing it as a resource-endowing organisation with a 
potentially sustainable competitive advantage(Barney, 1986) and guarantee 
success (Scholz, 1987) 
 
Henceforth, organisational culture is understood a shared common resource and 
a system of shared values (that define what is important) and norms that define 
appropriate attitudes and behaviours for organisational members (how to feel and 
behave) while coping with problems of external adaptation and internal integration.
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Table 1: Selected definition of organisational culture 
 
Definitions of Organisational Culture in the literature 
1. “Culture is the set of important understandings (often unstated) that members of a community 
share in common” (Sathe, 1985) 
2. “[Culture is] a set of understandings or meanings shared by a group of people. The meanings 
are largely tacit among the members, are clearly relevant to a particular group, and are 
distinctive to the group” (Louis, 1985) 
3. “Organisational culture as those taken-for-granted values, underlying assumptions, expected 
collective memories, and some definitions present in an organisation. It represents how things 
are around here. It reflects the prevailing ideology that people carry inside their heads.” 
(Cameron and Quinn, 1999) 
4.  “Cultural arrangements, of which organisations are an essential segment, are seen as 
manifestations or a process of ideational development located within a context of definite 
material conditions. It is a context of dominance (males over females/ owners over workers) 
but also of conflict and contradiction in which class and gender, autonomous but 
over-determined, are vital dynamics. Ideas and cultural arrangements confront actors as a 
series of rules of behavior; rules that, in their contradictions, may variously be enacted, 
followed, or resisted” (Mills, 1988) 
5. “An organisation might then be studied by discovering and synthesizing its rules of social 
interaction and interpretation, as revealed in the behavior they shape. Social interaction and 
interpretation are communication activities, so it follows that the culture could be described by 
articulating communication rules” (Schall, 1983) 
6. “[Culture is] the pattern of shared beliefs and values that give members of an institution 
meaning, and provide them with the rules for behavior in their organisation.” (Davis, 1984) 
7. “A pattern of basic assumptions -invented, discovered, or developed by a group as it learns to 
cope with its problems of external adaptation and internal integration- that has worked well 
enough to be considered valid and, therefore, to be taught to new members as the correct way 
to perceive, think, and feel in relation to those processes” (Schein, 1985) 
8. “In a particular situation the set of meanings that evolves gives a group its own ethos, or 
distinctive character, which is expressed in patterns of belief (ideology), activity (norms and 
rituals), language and other symbolic forms through which organisation members both create 
and sustain their view of the world and image of themselves in the world. The development of a 
worldview with its shared understanding of group identity, purpose, and direction are products 
of the unique history, personal interactions, and environmental circumstances of the group” 
(Smircich, 1983) 
9. “Culture does not necessarily imply a uniformity of values. Indeed quite different values may be 
displayed by people of the same culture. In such an instance, what is it that holds together the 
members of the organisation? I suggest that we look to the existence of a common frame of 
reference or a shared recognition of relevant issues.” (Feldman, 1991) 
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Table 1: Selected definition of organisational culture (Continued) 
 
Source: Author, extending Martin, J. (2002) Organisational culture – mapping the 
terrain 
With the understanding towards organisational culture, knowledge on the 
dimension of organisational culture is necessary in order to acquire the precise 
and comprehensive organisational culture profiles of the companies. 
 
2.5 Dimensions of Organisational Culture 
As shown above, scholars offer a multitude of definitions on organisational culture. 
Likewise, different emphases exist on the dimensions and attributes of 
organisational culture. To illustrate the variety of dimensions represented, a few 
are mentioned here. Hofstede (2001) has carried out a research to identify the 
dimensions of organisational cultures by comparing different organisational 
cultures. The following six dimensions have been empirically found to distinguish 
among each: 
i) Process-oriented versus results-oriented cultures: concern for technical 
and bureaucratic routines versus concern for job outcomes; 
10. “Culture can be described as a shared common resource of a group of people, a pattern of 
assumptions, beliefs, and other responses learned while coping with problems of 
survival“ (Carrithers, 1992) 
11. “The concept of organisational culture is extremely vague and has been very little operationalized. 
Organisational culture is a hard-to-spell factor but one which, if it exists, guarantees success. He 
delineates the basic notion of organisational culture as implicit, invisible, intrinsic and informal 
consciousness which guides the behaviour of the individuals and which shapes itself out of their 
behaviour” (Scholz, 1987)  
12. Organisational culture can be a source of sustainable competitive advantage (Barney, 1986) 
Definitions of Organisational Culture in the literature 
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ii) Job-oriented versus employee-oriented cultures: responsibility for job 
performance versus responsibility for members’ well-being; 
iii) Professional versus parochial cultures: identification of members with 
profession versus identification with organisation; 
iv) Open-system versus closed-system cultures: openness versus closeness 
to internal and external communication and ease of admission to outsiders 
and newcomers; 
v) Tightly controlled versus loosely controlled cultures: formal and punctual 
versus informal and casual; 
vi) Pragmatic versus normative cultures: flexible versus rigid ways of dealing 
with the environment, particularly customers. 
 
Hofstede (2001) describes organisations as nations, which coping uncertainties in 
a similar way which use technology, rules and rituals. Rules are set for members 
and stakeholders within the organisation to follow in order to protect against the 
uncertainty of independent judgment. Rituals can gather people and avoid 
uncertainty. Through meetings people can understand more about the 
organisations and so uncertainties avoided. 
 
Handy (1993) points out six principle factors which would influence the choice of 
culture and structure for an organisation, they are: 
i) Size; 
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ii) History and ownership; 
iii) Technology; 
iv) Goals and objectives; 
v) The environment; 
vi) The people; 
 
According to Handy (1993), the size of an organisation is considered to be the 
most important variable in influencing the choice of structure or of culture. Large 
organisations are more formalized and tend to develop specialized groups which 
need systematic co-ordination. In general, implementation of different 
management approaches in co-ordinations may allow the core organisation to 
develop a different culture without bringing a low morale to employees. 
Organisations with shorter histories, always tend either to be aggressive and 
independent or flexible, adaptable and sensitive, or a combination of both. The 
people are also stressed to be important as a match between the organisation, 
culture and people would lead to higher job satisfaction of its members. Different 
people have different expectations to the organisation, level of individualism and 
collectivism will affect the degree of compliance with the organisation’s 
requirements of different members and the types of persons who will be admitted 
into positions of special influence in the organisation. 
 
Schein (1984) and Scholz (1987) focused on cultural strength and congruence as 
the main dimensions of organisational cultures. The strength of organisational 
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culture depends on several factors, including history of the company, the duration 
of membership and the lack of institutional alternatives for the members, (Wilkins 
and Ouchi, 1983) symbolic actions such as games, rituals and ceremonies, (Deal 
and Kennedy, 1982) existence of property rights, particular stories or myths. 
(Jones, 1983) One of the key consequences of a strong organisational culture is 
that it increases behavioural consistency across individuals in a firm. 
Organisational culture defines a normative order that serves as a source of 
consistent behaviour within the organisation. (O'Reilly and Chatman, 1996) 
 
Further, Deal and Kennedy (1983) proposed a dimension based on speed of 
feedback and a degree-of-risk dimension. Hofstede (1980) focused on power 
distance, uncertainty avoidance, individualism, and masculinity. The reason why 
so many dimensions have been proposed is that organisational culture is 
extremely broad and inclusive in scope. One more element can always be argued 
to be relevant. Consequently, it is impossible to ever include every relevant factor 
in diagnosing and assessing organisational culture. To determine the most 
important dimensions on which to focus, therefore, Cameron and Quinn (1999) 
have suggested using an underlying framework that can narrow down the search 
for key cultural dimension. Although there is no one framework is comprehensive, 
the Competing Values Framework is chosen because it is based on empirical 
evidence, integrates and organises most of the dimensions proposed and 
captures accurately the reality. (Cameron and Ettington, 1988; Quinn, 1988) 
 
In this research, organisational cultures will be further analyzed in classification of 
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cultural strength and organisation size, age and turnover. More detailed 
explanation will hence be discussed in later chapters. 
 
2.6 Value Frameworks 
Value is implicit, and it is difficult for people to recognize contrasting views of 
personal value. When people work under a dynamic environment, it may be more 
susceptible to working blindly. According to Quinn (1988), values, motives and 
problem-solving style can reflect four notions of organizing and they have 
emerged closely parallel to four information-processing orientation. 
 
In order to identify the cultural profile of each development company, a competing 
values framework is used to set up the questionnaire for respondents to 
determine how peoples’ values rank in different dimensions. In the following 
section, the Graves Value System Model and the competing values framework will 
be reviewed. 
 
2.6.1 The Graves Value System Model 
In 1986, Abraham Maslow stated the five basic needs of human individuals that 
individuals would struggle for the next need as soon as the previous one has been 
fulfilled. His contemporary, Clare Graves further explained that there are many 
ways of achieving these needs. Individual persons, as well as organisations and 
societies, undergo a natural chain of orientations [Survival, Security, Energy & 
Power, Order, Success, Community, Synergy and Holistic Life System]. A value 
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system is a way of conceptualising a consistent set of values, beliefs and 
corresponding behaviour and can be found in individual persons, as well as in 
companies and societies (Beck and Cowan, 1996). These orientations brighten or 
dim as life conditions change. The orientations impact their world view, their value 
system, belief structure, organising principles and mode of adjustment (Beck and 
Cowan, 1996). 
 
The quest to create an adequate response to specific life conditions results in a 
wide variety of survival strategies, each founded on a specific set of value 
assumptions and demonstrated in related institutions and its behaviour.  
 
Out of the eight core Gravesian value systems, the six most recent ones are 
selected due to relevance in the context of corporate sustainability. Beck and 
Cowan (1996) introduced a colour system, although it is more or less the same 
system, to label the value systems, respectively red, blue, orange, green, yellow 
and turquoise. In Table 2 a short description of each value system is given, in 
relation to the environmental life conditions which induce the value system. 
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Expression of value systems in organisations 
In Table 3 Beck and Cowan (1996) give a short description of typical forms of 
expression within organisations of each value system. When a certain value 
system is dominant, the related forms of expression will probably occur and 
receive a lot of emphasis within the organisation. However, a particular form of 
behaviour does not automatically imply that the related value system is functioning. 
Since a particular value system includes and transcends previous ones, some 
basic expressions can be found in all contexts. For example rules and regulations 
will be found in every organisation, not only in organisations with a dominant Blue 
value system. The main difference is the rationale behind such expression in 
organisations with different value system. In the example of rules and regulations, 
the rationale for such actions in organisations with Blue value system could be: 
“Because rules provide me with the desired order and stability; rules are important 
by themselves and must be followed”. In an Orange value system the rationale 
might be: “Because the rules we use ensure smooth functioning and lead to 
success and high profit; rules can be followed as long as they help us in achieving 
our goals”. 
 
In an organisation, Van Marrewijk and Werre (2003) suggested that a mix of these 
value systems – to varying degrees – will be present within organisations. 
However one or two value systems will generally tend to be reflected as the 
dominant theme in the organisational culture. 
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  Table 3: Form of expression in organisations  
  
 
Source: Beck, D. and Cowan, C. (1996) Spiral Dynamics 
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2.6.2 Competing Values Framework 
Other than the Graves value system, another value system which would be used 
in this research is the Competing value framework. It is similar to the Grave value 
system that organisations are having different combinations of each system but 
each system does not transcend the previous one. It was developed by several 
researchers and had been used to determine organisational effectiveness. It was 
firstly started with a list of indicators which is created by John Campbell and his 
colleagues in 1973. Those indicators were later analyzed and brought out as two 
major dimensions by Bob Quinn and Rohrbaugh. One of these dimensions 
differentiates effective organizing criteria from flexibility to stability; another 
differentiates from internal focus and integration to external focus and 
differentiation. The framework is called as competing values framework (CVF) as 
each end of the dimensions is competing values with another; meanwhile, the two 
ends of each dimension are opposite to one another, the diagonal quadrants are 
having opposite values.  
 
The two dimensions later form into four quadrants and each of them represents a 
distinct set of organisational style. These quadrants are deeply related and 
interwoven. Each of them has its own value, precisely showing the main 
organisational forms, and each of them will be opposite to one of the others and at 
the same time be a complement to the two remained. A point to note by Quinn 
(1988), the four quadrants represent values that precede the assumptions that 
people make about what is good and bad, the hidden values for whose need 
people, programs, policies, and organisations live and die. Such framework also 
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matches the key management theories about organisational success which will 
further explain in later section. 
 
Four Types of Culture 
The four types of culture, according to Cameron and Quinn (1999) are clan, 
adhocracy, market and hierarchy. See figure 2. 
 
Figure 2: The four cultures in the competing values framework  
 
 (Source: Cameron and Quinn (1999) Diagnosing and changing organisational 
culture) 
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i Clan Culture 
Clan culture emphasize on teamwork, employee involvement programs and 
corporate commitment to employees. People working in have shared values and 
goals, with coherence, participation and the sense of “we-ness”. Internal climate 
and concern for people are the two main focuses of success. 
 
It is assumed that the environment would best be managed through teamwork 
and employee development. Organisations with clan culture are developed on 
human relationship. Managers empower and facilitate staffs to participate, commit 
and be loyal, which would ultimately lead to an individual development with high 
cohesion and morale within the organisation.  
 
ii Adhocracy Culture 
It emphasizes on individuality, risk taking and anticipating as everyone needs to 
be involved with production, research and development. Therefore temporary 
units may set up to accomplish a task and disintegrated when the task is finished. 
Organisations with such culture are likely to be adaptive, flexible and innovative, 
but bear a higher risk with greater uncertainty compared with organisations with 
other cultures. 
 
iii Market Culture 
There some basic assumptions under this culture, like, external environment is 
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hostile, consumers are looking for their own interest which they value, and 
organisations are competitive with each other. Therefore organisations in this 
culture are result-oriented and aiming at creating competitive advantages against 
their competitors. People are working under competition and lead by hard-driving 
leaders. In long term, this kind of culture concerns competitive actions and 
achieve stretch goals and targets.  
 
iv Hierarchy Culture   
It is a formalized and structured working environment. There are seven 
characteristics given by Weber (1974), which are rules, specialization, meritocracy, 
hierarchy, separate ownership, impersonality and accountability. He believed 
these could accomplish the organisation to produce goods and services efficiently 
in an increasing complex society. Organisations with this kind of culture usually 
have internal rules and policies to govern the employees’ work. Leaders are acted 
as coordinator to monitor the employees. In long term, such culture facilitates a 
stable, predictable and efficient environment for the organisation.  
 
By understanding the characteristics of each of the culture, one can notice that 
different organisations with different cultures would have different working 
environments, work attitudes, leadership styles, etc. Considering this fact, the 
same management approach may be workable in one company but not the other. 
Therefore, it is necessary for organisations to understand their culture profiles. 
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Chapter 3 Sustainable Development and Corporate Sustainability 
3.1 Introduction 
After discussing various characteristics and definitions of organisational culture, 
the following section will be discussed in the context of corporate sustainability 
from the literature, so as to conceptualise the theoretical relationship between 
corporate culture and sustainability. 
 
“Sustainable Development” or “Sustainability” is a buzzword in the literature today. 
It drew the attention of people from all walks of life. A huge amount of literature on 
sustainability and related issues has been hotly discussed by scholars since the 
1987 Brundtland report. Unfortunately, such debates among scholars in literature 
have also increased confusion and ambiguity of the concept. The ambiguities, 
both conceptual and terminological, go along with disagreements and 
contradictions of the term. To quote an interesting study by Holdren et al (1995),  
“these problems arise in part because the sustainability of the human enterprise in 
the broadest sense depends on technological, economic, political and cultural 
factors as well as on environmental ones and in part because practitioners in the 
different relevant fields see different parts of the picture, typically think in terms of 
different time scales, and often use the same words to mean different things.” 
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3.2 Contradictions and Trivialities 
Regarding the term “sustainable development”, numerous debates are found 
among scholars. The academic field of research, in the past few decades, have 
been paying effort to narrow it down to different disciplines and contexts. However, 
Gladwin (1995) and his colleagues argues that it is impossible to find one 
definition of sustainability that suits every field of study and it is too board that it 
means everything. Therefore, given the vague understanding of sustainable 
development, the term should not be adopted for the time being. He foresees that 
"the notion of sustainable development will remain fuzzy, elusive, contestable, 
and/or ideologically controversial for some time to come." (Gladwin et al., 1995) 
 
However, on the other hand, Gladwin (1995) suggests that such diversity in the 
definition of sustainability is only to be expected during the emergent phase. He 
illustrates the idea by using shareholder value as an example. In the strategic 
management debate around acquisitions and mergers around 1980s, the Capital 
Asset Pricing Model (CAPM) provides a very specific answer to the question of 
how shareholder value can be calculated (Rappaport, 1986). However, the point 
to note is that there exist numerous definitions for shareholder value but CAPM is 
still used with popularity in strategic business management. Therefore no matter 
how fuzzy the underlying concept of sustainability is, the term should not be 
abandoned without acknowledging the underlying value of the concept. Gladwin 
(1995) supports such an idea: “Rather than lament or withdraw from this 
embryonic state of affairs, we hope that management scholars will proactively 
embrace the unfolding process of paradigmatic debate, for the advance of all 
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sciences requires conflict between competing schools of thought.” Therefore, the 
term sustainability should not be avoided and the board concept of sustainability 
should be narrowed down specifically according to different fields of study and 
contexts. 
 
In spite of how board and ambiguous the term ‘sustainability’ which some scholar 
would think it is, moreover, according to O’Riordan (1985), it is a `contradiction in 
terms’, as the term implies an infinite time horizon, which is aiming to achieve 
everlasting development, whereas practical decision-making requires adoption of 
some finite horizon. (Pearce et al, 1990) Simultaneously, Redclift (1987) 
considers sustainable development to be `just another development truism’. Lélé 
(1991) has pointed out that such divergences exist because scholars are yet to 
come out with an unambiguous and acceptable definition of the term 
“development”. A distinction between objectives and means of development is 
often not made in the development rhetoric. This has led to “sustainable 
development” frequently being interpreted as simply as “a process of change that 
can be continued forever,” which is either impossible or trivial. (Lélé 1991) 
Therefore, in order to obtain a useable and meaningful definition of sustainable 
development, in terms of this study, the following terms are first defined before 
any further discussion. 
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3.3 Definition of “Sustain” 
Before discussing on definition and concept of “sustainable development”, the 
word “sustainable” or “sustain” must first be defined. Sustainable or sustain 
implies: “an uninterrupted continuous process or condition that can be maintained 
indefinitely without progressive diminution of valued qualities inside or outside the 
system in which the process operates or the condition prevails” (Holdren et al, 
1995). There are several dictionary meanings of the word “sustain”: “To keep in 
being; to cause to continue in a certain state; to keep or maintain at the proper 
level or standard”. In all these there is a time dimension involved. According to 
Pereira (1993), the higher rate of consumption of resources, the less time will the 
system run before collapsing. On a planet with limited resources and time for 
which that consumption can be maintained are inversely related once a system 
passes beyond the critical level of sustainable resource use. 
 
“Sustainable” or “sustain” –  
“An uninterrupted continuous process or condition that can be maintained 
indefinitely without progressive diminution of valued qualities inside or outside the 
system in which the process operates or the condition prevails.” (Holdren et al, 
1995) 
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3.4 Definition of “Development” 
On the other hand, what exactly does “development” means? The most simple 
and common definition of “development” is “growth with change”. Some equate 
development with GNP growth, other include any number of socially desirable 
phenomena in their conceptualization. Quoting one definition by Barbier (1987) of 
development as an example: “development is a vector of desirable social 
objectives; that is, it is a list of attributes which society seeks to achieve or 
maximize.” On the other hand, Dresner (2002) raised a question: “Is 
‘development’ about human development by improving education and health, or 
about material consumption through economic growth?” From these different point 
of view, one could realise that different objectives or goals of ‘development’ will 
need to very different interpretation. Meanwhile, Lélé (1991) argued that 
development is a process of directed change. Definitions of development thus 
embody both (a) the objective of this process, and (b) the means of achieving 
these objectives. Such varieties in definition of development, as a result, lead to 
divergences in definition of “sustainable development”, as well as the heavy 
debate on its contradictions and trivialities. 
 
“Development” –  
Development does not necessarily mean economic growth or development alone. 
Development is a process of directed change such that both the objective of this 
process and the means of achieving these objectives constitute the definitions of 
development. 
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3.5 “Sustainability” versus “Sustainable Development” 
It may seem strange to ask a question like: are the two terms sustainability and 
sustainable development actually pointing to the same meaning or not? Literally, it 
seems obvious that the two phrases must be different because otherwise the 
word ‘development’ would be entirely superfluous. Sharing the same view, 
environmental economists coined that the two phrases should refer to different 
meanings. Tim O’Riordan (1988) differentiates sustainability and sustainable 
development: “sustainable development as a term that ultimately gave priority to 
development, while the idea of sustainability was primarily about the environment” 
(Tim O’Riordan, 1988). However, in reality, many scholars, whether it is political 
important or not, avoid making such distinction. Making a distinction drives a 
wedge into the consensus that formed the basis of the Brundtland Report and 
Agenda 21 around the mutual need for environmental protection and development. 
In Agenda 21, the terms “sustainable development” and “sustainability” were used 
interchangeably. Another rationale behind this is, as the term “sustainability” or 
“sustainable development” does not spell out a precise definition, but the values 
and concepts that embodied within the term, therefore, arguing on the literally 
meaning of the phase is no longer a relevant study in the field. To conclude, the 
phrase ‘sustainability’ is used interchangeably with ‘sustainable development’ 
because they both refer to the same concept, which will be discussed in the 
following sections. 
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3.6 Connotation of Sustainability 
While a more conceptual discussion is reserved for next section, some basic 
terms and usages need to be clarified here. “The concept of sustainability 
originated in the context of renewable resources such as forests or fisheries, and 
has subsequently been adopted as a broad slogan by the environmental 
movement.” (Lélé, 1988) Most proponents of sustainability therefore take it to 
mean “the existence of the ecological conditions necessary to support human life 
at a specified level of well-being through future generations,” – which is defined as 
ecological sustainability. (Lélé, 1991) Sometimes, sustainability is used with 
fundamentally social connotations. For instance, Barbier (1987) defines social 
sustainability as “the ability to maintain desired social values, traditions, 
institutions, cultures, or other social characteristics.” Embedded with ecological 
sustainability and social sustainability, economic sustainability is also frequently 
included by many nations and corporations in the interpretation of the whole 
concept of sustainability, which is heavily linked to financial performance, GNP 
growth, or economic development. In the next section, the definition of sustainable 
development will be discussed. 
 
3.7 Definition of Sustainable Development 
Sustainable Development has become, according to Tolba, “an article of faith, a 
shibboleth; often used, but little explained” (Tolba, 1987). As obvious as the above 
phenomenon is, the concept of sustainability are still accepted among scholar with 
an absence of proper definition of sustainable development. Taken literally, 
sustainable development would simply mean “development that can be 
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continued – either indefinitely or for the implicit time period of concern.” (Lélé 
1991)  
 
At the most general level, the development studies field posits a strong relation 
between economic development, poverty and environment. Poor economic 
performance increases poverty which aggravates environmental degradation 
gave birth to the first popular definition of sustainable development by the 
Brundtland Commission: 
“[development] that meets the needs of the present without compromising the 
ability of the future generations to meet their own needs” 
It is a concept that harps on the argument of guaranteeing intergenerational equity 
vis-à-vis availability and use of natural resources. On the other hand, International 
Union for the Conservation of Nature (IUCN) defines Sustainable Development 
as:  
“... improving the quality of human life while living within the carrying capacity of 
supporting ecosystem.”  
Another widely known definition, which emphasizes also the ecological 
dimensions of sustainability, is offered by Costanza and his colleagues (Costanza, 
1991): 
“Sustainability is a relationship between human economic systems and larger 
dynamic, but normally slower-changing ecological systems, in which (1) human 
life can continue indefinitely, (2) human individuals can flourish, and (3) human 
cultures can develop; but in which effects of human activities remain within 
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bounds, so as not to destroy the diversity, complexity, and function of the 
ecological life support system.” 
While the first definition highly emphases on the economic dimension, the latter 
two look more like a definition of ecological sustainability. Lélé (1991) provides a 
comprehensive semantics of sustainable development as he considers the trinity 
of ecological, economic and social aspects of sustainability and development (see 
Figure 3). The following is the definition of sustainable development by Lélé: 
“Sustainable development is a process of simultaneously ensuring 
continuation of the economic, social and ecological basis of human life.” 
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Figure 3: Semantics of sustainable development 
 
Source: Adapted from Lélé, S. M. (1991) ‘Sustainable Development: A Critical 
Review’ 
 
Quite obviously, the economic, social and ecological conditions need to be kept in 
mind in senior management level to ensure the sustenance of the trinity. The 
economic can be deemed part of the social; and the social category can be 
considered to include features of the natural world that have distinctive social or 
cultural meanings. Therefore in the sustenance of the trinity, one cannot have 
ecological conservation at the expense of degrading social or economic quality of 
human life, or any other way round. 
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3.8 The Dimensions of Sustainability 
In order to measure sustainability, the author tries to go through the literature in 
developing a set of dimensions to embrace the concept of sustainability. Pearce 
and Vanegas (2002) differentiate sustainability into two scales based on the 
system theory: the global systems scale and the technological system scale. By 
defining the constraints of sustainable development on a global scale, the 
parameters that govern the concept on smaller scales are identified. In the 
following subsections, sustainability of the two system scale are discussed. 
 
3.8.1 Sustainability at a Global System Scale 
Global scales analysis is generally forming the largest level of analysis in the 
sustainability literature. Vitousek and his colleagues (1986), analyse the system of 
the earth as a whole, with inputs of solar radiation from the sun and outputs of 
waste heat. They think that issues such as survival and equity among the human 
species, maintaining resource bases and ecosystems are important at this level.  
 
According to Pearce and Vanegas (2002), basic laws of thermodynamics govern 
the systems and human-related objectives add to the richness of the concept, 
which results in three fundamental objectives of sustainability.  
 
(1) Thermodynamic foundations 
(i) Ecosystem degradation – minimise degradation of natural ecosystems 
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(ii) Resource consumption – minimise the gain in entropy as a result of 
consumption-related processes 
In order for any system to be sustainable, Pearce and Vanegas (2002) suggested 
that there must be no net loss of the sum total of matter and energy circulating 
within the system. Such a state is possible as long as the earth system consumes 
less energy than those supplied by the sun. These basic constraints represent 
objectives which human being in the system must comply with in order to be 
sustainable.  
 
(2) The human component 
(i) Motivation for initiators – maintain standards of living at least as high as 
the current standard 
Pearce and Vanegas (2002) suggests that sustainability can only be achieved 
when human being are willing to change their lifestyles to achieve sustainability 
which will benefit as a result of the assurance, which is to maintain living standard 
at least as high as the current standard.  
 
(ii) Intergenerational equity – treat the environment in at least as good as 
the current condition 
The phrase at least as good has been explained in various forms by scholars, 
such as “leaving the non-renewable resource base completely unchanged from its 
present state” (Daly and Cobb, 1994), and “using non-renewable resources as 
necessary provided that adequate substitutes are created” (Mikesell, 1992). 
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However, the ultimate goal of this dimension of sustainability is to leave resource 
and ecosystems remained unchanged or even improved if possible while working 
towards sustainability. 
 
(iii) Intragenerational equity – bring all the human being up to at least a 
decent living standard 
Liverman et al (1988) define decent living standard by stipulating the following 
interpretation: “survival of the human species with a quality of life beyond mere 
biological survival” (Liverman et al., 1988). Ethical considerations for the 
community welfare in developing countries are one sort of considerations of 
intrageneratioal equity, but another important consideration is that human beings 
need to base on the very survival and human rights when developing common 
goals and a coordinated course of action for achieving sustainability (Jacob, 1994) 
Therefore, institutional objectives and cooperative actions are needed in 
promoting intragenerational equity which is essential to bring forth the cooperation. 
(Ruckleshaus, 1989) 
 
3.8.2 Sustainability at Technological Systems Scale 
Delineating the natural environment coupled with nature resource, the 
technological systems comprise of man-made technologies to meet their desires 
and aspirations. These are subsystems under the global earth system. Following 
the global system objectives of sustainability developed in the previous section, 
Pearce and Vanegas (2002) suggest there are three fundamental objectives of 
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sustainability for technological systems. In making decision regarding 
sustainability at the technological system scale, decision makers usually struggle 
under different context to meet the following objectives: 
 
i) Minimising resource consumption 
Consumption of materials and energy in the production process is minimised as a 
fundamental objective of sustainability. The reasons behind is to maximise the 
potential utility of these materials to current and future generations by subjecting 
as little material and energy to consumption processes as possible. (Rees, 1990)  
 
ii) Satisfying human desires and aspirations 
Goodland (1992) suggested that most human being will not keenly accept the 
change to a constant state of the world unless there will be benefits resulting from 
those changes. Therefore, one of the objectives for the sustainability in a human 
system is to maintain human satisfaction and satisfy basic human desires and 
aspirations. 
 
iii) Minimising negative impacts to ecosystems 
Ecosystems are needed to be preserved and protected in a sensible state through 
maintaining adequate habitat, biodiversity and ecosystem resilience. Therefore, to 
achieve sustainability of the human being, decision makers must minimise 
ecological damage resulting from the technologies creation and deployment. 
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3.9 Models of Sustainable Development 
This section is going to discuss various models presented by scholars in 
interpreting sustainability or sustainable development. Five of these models, 
including The Three Pillar Model; Capital Stock model; Prism Model of 
Sustainability; The Egg of Sustainability and well being; and the Diamond Model; 
are selected and discussed in this section. 
 
3.9.1 The Three Pillar Model 
Based on the above concept of sustainability, scholars have developed different 
models to illustrate sustainable development process. One of the most basic 
models of sustainable development outlined by scholars takes as its theme a 
three dimensional approach seeing sustainable development as being made up of 
environment, social and economic dimensions (Figure 4). Mostly, sustainable 
development is modelled on these three pillars. (Serageldin, 1995; Welford, 1997) 
This model is also called “three circles model”. It is based on basic aspects of 
human society, but does not explicitly take into account ‘human quality of life’. 
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Figure 4: Element of Sustainability 
 
Source: Adopted from Welford, R. (1997) hijacking Environmentalism, Corporate 
Responses to Sustainable Development 
 
3.9.2 Capital Stock Model 
In 1994, The World Bank developed the ‘capital stock model’ with the basic idea 
being: “if one lives only off the interest but not the capital, the basis of prosperity is 
maintained – however, if one consumes the substance, our means of existence is 
endangered in the long term.” (Seragekldin and Steer, 1995) The definition of 
ecological capital for the planning process includes landscape, bio-diversity, 
mineral resources, etc. Human and social capital equates to freedom, justice, 
equality of opportunity, health, social security, social cohesion, and peace. 
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The equation is simple: 
Capital stock of sustainable development (CSD) 
= Capital stock of the Environment (CEn) 
+ Capital stock of the Economy (CEc) 
+ Capital stock of the society (CS) 
 
The equation for the capital stock model assumes that one form of capital can 
substitute for another. For example, CSD can rise if CEc goes up more than the 
decrease in CEn. This is the weak sustainability view of sustainable development, 
which is widely criticized by ecological economists. (Lawn, 2000) Ecological 
economist believes, above all else, that CEn must be kept intact in order to 
achieve sustainability. Moreover, they also believe CEc and CS should also be 
kept intact. Indeed, ecological economists often argue that much would need to be 
done to regenerate CS moral capital should it decline. (Daly, 1987; Lawn, 2000) 
 
3.9.3 Prism Models of Sustainability 
In recent years, alternative models to the triangle of sustainability have been 
proposed. Among the most interesting one are the prisms and eggs. The ‘prism of 
sustainable development’ adapted from Spangenberg and Bonniot (1998), 
Valentin and Spangenberg (1999) stipulates four dimensions: 
i) Economic dimension (man-made capital) 
ii) Environmental dimension (natural capital), and  
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iii) Social dimension (human capital) as the base for 
iv) Institutional dimension (social capital) 
 
Figure 5 The prism of sustainable development 
 
Source: Adapted from Spangenberg, J. and Bonniot, O.(1998) ‘Sustainable 
indicators – a compass on the road towards sustainability’ 
 
In each dimension of the prism of sustainable development (Figure 5), there are 
imperatives (as norms for action). The environmental dimension comprises all 
natural capital, which is subdivided into stocks of renewable resources and stocks 
of non-renewable resources. The economic dimension stands for all man-made 
material assets such as buildings and roads. The social dimension should be 
perceived as the awareness of the individual subject. The institutional dimension 
concerns the organisation of our society and the relation between people 
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The prism model points out the impossibility that man-made, social and human 
capital can increase at the same time at the same amount. The focus has to be on 
the interaction between the four dimensions. Regarding all four dimensions 
simultaneously, sustainable development can be achieved. (Stenberg, 2001) 
 
3.9.4 The Egg of Sustainability and Well Being 
The prism model can be criticized that they pay too little concern to the 
environmental dimension. For many, environment is the precondition for the 
development of human well being. This view requires a model of sustainability, 
which puts the environment as the central thinking. 
 
In conceptual terms, the International Development Research Center (IDRC, 1997) 
proposes to replace the graphics of the three pillars model with the ‘egg of 
sustainability’. (Figure 6) The egg of sustainability illustrates the human system as 
a circle inside the other circle, the ecosystem; like the yolk of an egg. This implies 
that human beings are within the ecosystem, and that ultimately one is entirely 
dependent upon the other. Just as an egg is good only if both the white and yolk 
are good, so a society is well and sustainable only if both people and the 
environment, are well. Social and economical development can only take place if 
the environment offers the necessary resources: raw materials, space for new 
production sites and jobs, constitutional quality (recreation, health, etc.). 
Ecosystem is therefore to be regarded as a superordinated system to the other 
dimensions of the triangle or prism models: social, economical, and institutional. 
These latter can only prosper if they adapt themselves to the limits of 
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environmental carrying capacity. 
 
Figure 6 The Egg of sustainability 
 
Source: International Development Research Center [IDRC] (1997) Assessment 
Tools 
 
3.9.5 The “Diamond” Model 
Kjellen (2008) develop two further lines of thought with regard to sustainable 
development: first, the need to elaborate a more nuanced analysis of the 
components of sustainability, and second, the dichotomy between the general 
acceptance of the concept and the lack of practical value of the idea and its 
relationship to deep societal trends. 
Figure 7 Elements of sustainability “The Diamond” 
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Source: Kjellen, B. (2008) A new diplomacy for sustainable development: the 
challenge of global change 
 
Figure 7 is a model that developed by Kjellen (2008) that goes beyond the three 
pillar model, based on the idea that a practically unlimited number of factors 
influence policy making at all levels. The graph uses eight parameters, grouped in 
clusters representing the traditional three components of sustainability. On top are 
closely linked environment and health, further down to the left are social 
components and moving up on the right side different economic aspects. These 
eight parameters represent a small sample of all possible elements, but they 
serve to demonstrate the fundamental inter-relationship between them. There are, 
however, a number of “exogenous” factors that influence the shape of the 
diamond. These are population, lifestyles, technology and policies. 
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The “Diamond” model can provide better understanding in the nature of the 
sustainable development. It can also serve to clarify how organisations look at the 
environmental and social components of sustainability, since the economic 
elements have been essential parts of most businesses’ policies: sustained 
economics growth has been central policy objectives for almost two hundred 
years. The new component is environment; it is not surprising that ecological 
issues have been given emphasis in the organisational policies, and it is highly 
probable that this issue will be of central importance in the coming decades. 
 
After going through different models of sustainability, a wide variety of definitions 
of sustainability are identified. However, most scholars will agree that 
sustainability has three basic dimensions: environment, social and economic 
dimensions, and most studies conducted are based on these three pillars. For the 
sake of this research, the author will adopt Lélé ‘s definition of sustainable 
development: “Sustainable development is a process of simultaneously ensuring 
continuation of the economic, social and ecological basis of human life.” (Lélé, 
1991) As such, corporate sustainability will be based on this basic definition and 
concepts discussed above to further build up a working definition of corporate 
sustainability. 
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3.10 Corporate Sustainability 
As seen in the preceding sections, the broad definition of sustainability and its 
underlying concepts have been defined. However, more complicated issues are to 
be addressed when the term is associated with corporations. Some organisations 
would simply proclaim “corporate sustainability” to be their overall strategies and 
business aims, and equal corporate sustainability to be the key to successfully 
surviving in the market place. 
 
3.10.1 Various Notions of Corporate Sustainability 
An intensive debate has been taking place among academics, consultants and 
corporate executives resulting in many definitions of a more humane, more ethical 
and a more transparent way of doing business. They have created, supported or 
criticized related concepts such as corporate responsibility, triple bottom Line, and 
corporate social responsibility. 
 
These terms have been thoroughly discussed (Gobbels, 2002) resulting in a wide 
array of concepts, definitions and also lots of critique. It has put business 
executives in an awkward situation, especially those who are beginning to take up 
their responsibility towards society and its stakeholders, leaving them with more 
questions than answers. In later sections, these terms would be further defined 
and discussed in line with the concept of corporate sustainability. 
Nowadays many corporations consider corporate sustainability and corporate 
social responsibility as synonyms. However, these terms actually have some 
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essential distinctions. Corporate social responsibility usually referred to social 
aspects, and commonly relates to phenomena such as transparency, stakeholder 
dialogue and sustainability reporting. On the other hand, corporate sustainability 
would consider all the relevant aspects including social responsibility and usually 
focuses on value creation, environmental management, human capital 
management and so forth. 
 
3.10.2 Corporations and Stakeholders 
There is a growing discussion on the business role in society now and in the future 
by scholars as well as by corporation itself. According to an international research 
project supported by the A. P. Sloan Foundation, the definition of the corporation 
written by Post et al. is.: 
“The corporation is an organisation engaged in mobilizing resources for 
productive uses in order to create wealth and other benefits (and not intentionally 
destroy wealth, increase risk, or cause harm) for its multiple constituents, or 
stakeholders.”  
 
According to Post et al., organisational wealth is understood as “the summary 
measure of the capacity of an organisation to create benefits for any and all of its 
stakeholders over the long-term”. The term “stakeholder” stands for “those groups 
without whose support the organisation would cease to exist.” (Freeman, 1984). 
 
Post et al.’s definition has shown a strong linkage to the idea of corporate 
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sustainability and all the definitions stated above have helped clarify the definition 
of corporate sustainability within the international community.  
 
3.11 Definition of Corporate Sustainability 
Sustainability has always been understood as being influenced by economic 
growth, ecological balance and social responsibility. The main goal of sustainable 
development is to achieve satisfaction of human needs that last. To fulfil needs, 
capital is required and nature and people are expected to meet the requirement. It 
is important to maintaining if not increase the aggregated capital stock to ensure 
future generations would have the same resources as our ancestors did. 
 
Corporate sustainability generally refers to “company activities – voluntary by 
definition – demonstrating the inclusion of social and environmental concerns in 
business operations and in interactions with stakeholders.” (Van Marrewijk and 
Werre, 2003)  The broad definition of corporate sustainability, as mentioned 
earlier, includes the term “stakeholder” that stands for “those groups without 
whose support the organisation would cease to exist.”  
 
Another definition suggested by Hockerts (2001) states “A strategy for corporate 
sustainability must meet the needs of a firm’s stakeholders without compromising 
its ability to also meet the needs of future stakeholders.” He stressed that 
corporate sustainability cannot be defined in a static way.  On a similar note, 
Welford (1997) points out that “On the level of a corporation this means that 
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companies have to struggle constantly to adapt their business strategy if they 
want to remain sustainable.” 
 
Hoffman (1997) shares the same view and stated that “there is no standard recipe: 
corporate sustainability is a custom made process”. Van Marrewijk (2003) 
supports this view when he concludes that the “one solution fits all” definition for 
corporate sustainability should be abandoned, accepting more specific definitions 
which match development of organisations. Individuals and groups have no way 
but to develop and implement values and institutional structures specific to their 
situations to overcome the challenges.  
 
Each organisation should choose its own specific ambition and approach 
regarding corporate sustainability, matching the organisation’s aims and 
intentions and aligned with the organisation’s strategy, as an appropriate 
response to the circumstances in which it operates. A differentiated set of 
definitions and approaches to CS can assist an organisation in finding an 
appropriate path given its context and the dominant values within the organisation. 
 
Based on the above concepts, corporate sustainability could be defined in the 
following ways (Dyllik and Hockerts, 2002):  
(1) According to the three-dimensional concept, interdependencies between a 
sustainable corporation’s actions are considered not only economically but 
also socially and environmentally important. 
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(2) Long-term business strategies are required for corporate sustainability to take 
its stakeholders into consideration now and in the long run. 
(3) A sustainable organisation lives on the income generated from capital and not 
the capital itself. This rule is applicable to all natural, financial, social and 
human capital. 
 
Therefore, a sustainable organisation will take social and environmental aspects 
into consideration when setting its business objectives. Corporate sustainability 
aims at overcoming conflicts generated among economic, environmental and 
social issues as well as enjoying long-term economic success by carrying out 
social responsible actions. It is necessary to transform goal conflicts into 
congruence to create a sustaining organisation. When that happens, the overall 
performance of a corporation will not only be determined by financial results but 
also by its environmental and social performance (Steimle and Zink, 2006). 
 
3.12 Corporate Sustainability Reporting 
Corporate sustainability reporting has developed internationally as an emerging 
tool for sustainable business management. The growth of sustainability reporting 
has been significant globally, especially in Europe and more mildly in Hong Kong. 
Whilst the actual benefits resulting from reporting are yet to be determined and 
quantified, some may argue that reporting is just a new form of propaganda. The 
credibility and quality of sustainability reports are always being questioned. (Tsui, 
2002) 
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The key drivers identified for reporting are “to raise internal awareness on 
sustainability issues”, “to gain a competitive edge” and “to protect brand or 
corporate image and reputation”. (Tsui, 2002)  A robust reporting mechanism, 
instead of publishing a report every year, comprises elements of strategic 
planning, structure definition and external assurance. (Maltby, 1997) This 
mechanism can help integrating environmental and social issues with traditional 
economic aspects of decision making. A robust reporting mechanism would also 
assist in targets setting and tracking, information management across the 
company, and encouraging employees’ involvement in sustainability management. 
(Welford, 2002) 
 
Disclosing externally would help motivating the company and improving the 
companies’ performance on sustainability. The annual publication process would 
allow a yearly evaluation on the management aspects. Reporting is a potential 
powerful management and performance improvement tool, rather than just part of 
the corporate communications or public relations activities. Sharma et al. (2007) 
has suggested a framework in regarding sustainability reporting, which is 
composed of three modules. (See figure 8) 
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Figure 8 The sustainability evaluation and reporting system 
 
Source: Sharma et al. (2007) Organisations and the sustainability Mosaic 
 
The overall reporting system (or the sustainability reporting system) comprises of 
the (a) annual report; (b) social report; (c) environmental report; and (d) a set of 
integrated performance indicators. The second module is the integrated 
information system, while the last module of key performance indicators for 
corporate sustainability together forms the whole framework. 
 
In assessing corporate sustainability, the sustainability reporting activities play an 
important role in determining corporate sustainability level of an organisation. 
Therefore, existence of reporting activities would be included as one of the criteria 
in assessing corporate sustainability which will be discussed in the later section. 
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3.13 Concept of Corporate Sustainability 
3.13.1 The Triple Bottom Line 
The term “Triple Bottom Line” was found in John Elkington (1997)’s Cannibals 
with Forks: the Triple Bottom Line of 21st Century Business and has been very 
popular among scholars in the last couple of years. 
 
Triple bottom line is composed of economic, environmental and social indicators 
which integrate with an organisation’s management, assessment and reporting 
processes. It seems that the emergence of this concept has created some 
uncertainty as to what is required of organisations seeking to undertake such 
practice. (Vandenberg, 2002). Vandenberg (2002) defines the term in narrow and 
broad sense. In narrow terms, reporting activities based on the triple bottom line 
involves assessing and reporting on economic, environmental and social 
performance or objectives that are to be achieved at the same time. In a broader 
sense the triple bottom line involves the assessment of an organisation’s values, 
strategies and practices and their utilization to achieve economic, environmental 
and social objectives (SustainAbility, 2006). The term has also been used at times 
as a synonym for “sustainability” partly because SustainAbility’ has referenced the 
relationship among the three aspects of the triple bottom line: 
“The three lines represent society, the economy and the environment. Society 
depends on the economy and the economy depends on the global ecosystem. 
The health of the global ecosystem represents the ultimate bottom line.” 
(SustainAbility, 2006) 
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The analogy of the triple-bottom line has become the best model for corporations 
to interpret sustainability in recent years (Elkington, 1997). It presumes that 
sustainability requires firms to consider social and ecological bottom-line but not 
only to focus on the financial accounts. This point of view has been increasingly 
accepted and adopted in many organisations that are willing to implement 
sustainability. It has almost become an industry standard among the multinational 
firms to offer an environmental report disclosing non-financial performance and 
information.  
 
3.13.2 The Shear Zone Concept 
Each sustainability dimension represents a huge challenge. So how is it possible 
for companies to address the three dimensions simultaneously? As Elkington 
(1997) suggests in the Triple Bottom Line concept, these dimensions should be 
partially integrated:“Some of the most interesting challenges, however, are found 
not within but between the areas covered by the economic, social and 
environmental bottom lines. […] New concepts and requirements [are] emerging 
at the interfaces between each of these great agendas, in the ‘shear zones’.” 
Elkington suggests that the emergent of the concept of “shear zones” can facilitate 
organisations to clarify the relationships between two dimensions separately. 
  
The term "shear zone" is originated from geological sciences and describes the 
overlap of two tectonic plates. (Elkington, 1997) These tectonic plates cause 
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friction in shear zones which eventually leads to earthquakes. Elkington (1997) 
describes the impact of changes in the "tectonic plates" of economic, social and 
ecological sustainability as earthquakes in the business world often changes the 
business environment.  
The "Shear Zone" concept also leads to an important insight about the 
short-comings of contemporary debates about corporate sustainability.(Elkington, 
1997) If the three dimensions are perceived as tectonic plates it becomes quite 
obvious that these plates can move in different directions. If one plate moves 
away from the others the company would not be able to meet all different goals at 
the same time. However, if the plate moves towards the others there would be a 
chance of overlapping. From the competitive field’s point of view, both cases will 
lead to earthquakes in the business environment. The change in the competitive 
field would result in disruption of traditional competitive patterns and creation of 
risks and opportunities. 
Figure 9 The Shear Zones of Corporate Sustainability 
 
Source: Hockerts, K. (1999) “The Sustainability Radar – A Tool for the Innovation 
of Sustainable Products and Services” 
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From these concerns there exist three shear zones (Hockerts 1996; 1999): 
- "Eco-Efficiency"  
This is the shear zone concerning economic and ecological sustainability. 
Environmental and economic goals may be reached at the same time has 
gained increased acceptance in today’s society. The corporation can therefore 
be ecologically efficient without depleting financial performance. 
- "Social Productivity"  
This is the shear zone of social and economic sustainability. The notion that 
"social productivity" exists alongside "eco-efficiency" is much less established 
even though some publications claim that "good ethics is good business"  
- “Sufficiency/ Ethical Dilemma” 
The third shear zone of environmental and social sustainability is the least 
understood area. It concerns with organisations that make sustainable 
decisions not based on the profitability of such decision, where a holistic 
thinking is applied in these organisations. This shear zone relies heavily on the 
mindset of senior management and the objective of the company.  
 
3.13.3 Marcel van Marrewijk’s Framework for Corporate Sustainability 
Marcel van Marrewijk (2003) proposed a framework to define of Corporate 
Sustainability. He considers Corporate Sustainability (CS) as the ultimate goal. In 
spite of the traditional bias of CS towards environmental policies, he also 
integrates social and societal aspects into CS. In Europe, CSR is understood as a 
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concept where companies voluntarily integrate social and environmental concerns 
in their business operations. (van Marrewijk, 2003) They do so by going beyond 
compliance and putting more investments into human resources, the environment 
and their relationships with stakeholders (European Commission, 2001; 2002). 
The European Commission (2001; 2002) has a growing interest in the CSR 
concept and launched a Green Book to promote a series of CSR-related activities. 
Placing the CS as the ultimate goal, Corporate Social Responsibility (CSR) is an 
intermediate stage where companies try to balance the Triple Bottom Line 
(Wempe and Kaptein, 2002) (see Figure 10). Likewise, the EU Communication 
theme also stresses CSR as a business contribution to Sustainable Development. 
 
Figure 10: Relationship between the elements of sustainability, corporate 
sustainability, and corporate social responsibility 
 
Source: Van Marrewijk, M. (2003) “Concepts and Definitions in CSR and 
Corporate Sustainability” 
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Further to the above framework, another proposal by Linnanen and Panapanaan 
(2002) implies a distinct disaggregation of dimensions – distinguishing corporate 
sustainability from corporate responsibility (CR) – to draw a more consistent 
picture. The three aspects of sustainability (economic, environmental, and social0 
can be translated into a CR approach that companies have to be concerned with. 
The simple illustration below (Figure 11) depicts the relationship of CS, CR and 
CSR, plus the economic and environmental dimensions, completing the whole 
Corporate Sustainability framework. 
 
Figure 11 General model of corporate sustainability and corporate 
responsibility and its dimensions 
 
Source: Van Marrewijk, M. (2003) “Concepts and Definitions in CSR and 
Corporate Sustainability” 
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3.13.4 The Sustainability Phase Model 
The phase model, suggested by Dunphy et al. (2007), is designed as a tool for 
making meaningful comparison between organisations to assess their current 
commitment to and practice of behaviours relevant to two kinds of sustainability: 
human and ecological. The phases outline a set of distinct steps organisations 
take in progressing to sustainability. There is a progression from active 
antagonism, through indifference, to a strong commitment to actively furthering 
sustainability values, not only within the organisation but within society and 
industry as a whole. 
 
The following phases are used to characterize an organisation’s characteristic 
way of treating human and natural resources it employs. They can also be used to 
trace the historical trajectory and to chart possible paths forward. The phases 
distinguished by Dunphy et al. (2007) are: 
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Phase 1: Rejection 
Human sustainability (HS1) 
- Employees and sub-contractors are regarded as a resource to be exploited. 
- Health and safety features are ignored. 
- Threats of force and abuse are used to maintain compliance and workforce 
subjection. 
- Training costs are kept to a minimum necessary to operate the business. 
- Community concerns are rejected outright. 
Ecological sustainability (ES1) 
- The environment is regarded as a ‘free good’ to be exploited. 
- Owners/ managers are hostile to environmental activists and to pressures 
from government, other corporations, or community groups aimed at 
achieving ecological sustainability.  
- Pro-environmental action is seen as a threat to the organisation. Physical 
resource extraction and production processes are used which directly destroy 
future productive capacity and damage the ecosystem. 
- Organisation does not take responsibility for the environmental impact of its 
ongoing operations nor does it modify its operations to lessen future 
ecological degradation. 
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Phase 2: Non-responsiveness 
Human sustainability (HS2) 
- Financial and technological factors dominate business strategies to the 
exclusion of most aspects of human resource management 
- ‘Industrial relation’ or ‘employee relations’ strategies dominate the human 
agenda, with ‘labour’ viewed as a cost to be minimizes. 
- The training agenda, if there is one, centres on technical and supervisory 
training. Broader human resource strategies and policies are ignored, as are 
issues of wider social responsibility and community concern. 
Ecological sustainability (ES2) 
- The ecological environment is not considered to be a relevant factor in 
strategic or operational decisions. Financial and technological factors 
dominate business strategies to the exclusion of environmental concerns. 
- Traditional approaches to efficiency dominate the production process and the 
environment is taken for granted. Environmental resources which are free or 
subsidized (air, water) are wasted and little regard is given to environmental 
degradation resulting from organisation’s activities. 
- Environmental risks, cost, opportunities and imperatives are seen as irrelevant 
or are not perceived at all. 
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Phase 3: Compliance 
Human sustainability (HS3) 
- Financial and technological factors still dominate business strategies but 
senior management views the firm as a ‘decent employer’. The emphasis is 
on compliance with legal requirements in industrial relations, safety, workplace 
standards and so on. 
- Human resource functions such as training, IR, organisation development, 
total quality management (TQM) are instituted but there is little integration. 
- The organisation pursues a policy of benevolent paternalism with the 
expectation of employee loyalty in response. 
- Community concerns are addressed only when the company faces the risk of 
prosecution or where negative publicity may have a damaging impact on the 
company’s financial bottom line. 
- Compliance to sustainability is undertaken mainly as a risk-reduction exercise. 
Ecological sustainability (ES3) 
- Financial and technological factors still dominate business strategies but 
senior management seeks to comply with environmental laws and to minimize 
the firm’s potential liabilities from actions that might have an adverse impact 
on the environment. 
- The most obvious environmental abuses are eliminated, particularly those 
which could lead to litigation or strong community action directed against the 
firm. Other environmental issues would probably be ignored. 
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Phase 4: Efficiency 
Human sustainability (HS4) 
- There is a systematic attempt to integrate human resource functions into a 
coherent HR system to reduce costs and increase efficiency. People are 
viewed as a significant source of expenditure to be used as productively as 
possible. Technical and supervisory training is augmented with human 
relations training. 
- The organisation may institute programmes of teamwork around significant 
business functions and generally pursues a value-adding rather than an 
exclusively cost reduction strategy. There is calculation of cost-benefit ratios 
for human resource expenditure to ensure that efficiencies are achieved. 
- Community projects are undertaken where funds are available and a cost 
benefit to the company can be demonstrated. 
Ecological sustainability (ES4) 
- Poor environmental practice is seen as an important source of avoidable cost. 
Ecological issues that generate costs are systematically reviewed in an 
attempt to reduce costs and increase efficiencies by eliminating waste and by 
reviewing the procurement, production and distribution process. 
- There may be active involvement in some systematic approach such as Total 
Quality Environmental Management (ISO 14001). Environmental issues are 
ignored if they are not seen as generating avoidable costs or increasing 
efficiencies. 
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Phase 5: Strategic proactivity 
Human sustainability (HS5) 
- The workforce skills mix and diversity are seen as integral and vitally important 
aspects of corporate and business strategies. 
- Intellectual and social capitals are used to develop strategic advantage 
through innovation in products/ services. Programmes are instituted to recruit 
the best talent to the organisation and to develop high levels of competence in 
individuals and groups. 
- Skills are systematised to form the basis of corporate competences so that the 
organisation is less vulnerable to the loss of key individuals.  
- Emphasis is placed on product and service innovation and speed of response 
to emerging market demands. 
- Flexible workplace practices are strong features of workplace culture and 
contribute to the work force leading more balanced lives. 
- Communities affected by the organisation’s operations are taken into account 
and initiatives to address adverse impacts on communities are integrated into 
corporate strategy. 
- Furthermore, the corporation views itself as a member of the community 
betterment by offering sponsorship or employee time to participate in projects 
aimed at promoting community cohesion and well-being. 
Ecological sustainability (ES5) 
- Proactive environmental strategies supporting ecological sustainability are 
seen as a source of strategic business opportunities to provide competitive 
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advantage.  
- Product redesign is used to reduce material throughput and to use materials 
that can be recycled.  
- New products and processes are developed that substitute for or displace 
existing environmentally damaging products and processes or satisfy 
emerging community needs around sustainability issues.  
- The organisation seeks competitive leadership through spearheading 
environmentally friendly products and processes. 
Phase 6: The sustaining corporation 
Human sustainability (HS6) 
- The organisation accepts responsibility for contributing to the process of 
renewing and upgrading human knowledge and skill formation in the 
community and society generally and is a strong promoter of equal 
opportunity, workplace diversity and work-life balance as workplace principles. 
- It adopts a strong and clearly defined corporate ethical position based on 
multiple stakeholder perspectives and seeks to exert influence on the key 
participants in the industry and in society in general to pursue human welfare, 
equitable and just social practices and the fulfilment of human potential of all. 
- People are seen as valuable in their own right. 
Ecological sustainability (ES6) 
- The organisation becomes an active promoter of ecological sustainability 
values and seeks to influence key participants in the industry and society in 
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general. 
- Environmental best practice is espoused and enacted because it is the 
responsible thing to do. 
- The organisation tries to assist society to be ecologically sustainable and uses 
its entire range of products and services to this end. 
- The organisation is prepared to use its influence to promote positive 
sustainability policies on the part of governments, the restructuring of markets 
and the development of community values to facilitate the emergence of a 
sustainable society. 
- Nature is valued for its own sake. 
The above stages can be summarised as the waves of sustainability (figure 12) 
Figure 12 Wave of Sustainability 
Source: Dunphy, D. Griffiths, A. and Benn, S. (2007) Organisational Change for 
Corporate Sustainability. A guide for leaders and change agents of the future 
 
To conclude, for the course of this study, the following definition of corporate 
sustainability is adopted: “company activities – voluntary by definition – 
demonstrating the inclusion of social and environmental concerns in business 
operations and in interactions with stakeholders.” (Van Marrewijk and Werre, 
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2003). With different concepts and models presented in this section, a clear vision 
of corporate sustainability is present. In the next section, the theoretical 
relationships between corporate sustainability and organisational culture are 
conceptualised.
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Chapter 4 Relationship between Corporate Sustainability and 
Organisational Culture 
4.1 Introduction 
As mentioned earlier, the success of implementing corporate sustainability is 
affected by the values and behaviour of people, working environments, leadership 
styles, working attitudes, etc. After understanding the concepts of CS and 
organisational culture, their relationship will be discussed in this chapter. The 
theory of human behaviour in organisations must be studied in order to 
understand what affects how people behave in an organisation. 
 
4.2 Stimulus-Organism-Response Sequence 
Most organisations are viewed as open systems as they take the outputs from 
other systems from the external environment, i.e. their inputs, and transform them 
into outputs as to achieve their companies’ objectives (Mullins, 1996). Walker 
(2002) regards such system having a permeable boundary as there is import and 
export between the system and its environment. Therefore, the behaviour of the 
individuals within an organisation is actually affected by both inputs and outputs. 
The stimulus-organism-response (S-O-R) sequence proposed by Naylor (1996) is 
a fundamental concept when studying behaviour. A detailed schematic 
representation of the S-O-R paradigm is shown in figure 13.  
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Figure 13 Stimulus-Organism-Response (S-O-R) Paradigm 
 
 Source: Adopted from Fang et al. (2003) The power paradigm of project 
leadership 
In the S-O-R paradigm, stimuli from the external environment stimulate the 
organism, which is the individuals, and letting individuals to have different 
response. These responses by then act as stimuli and produce another response. 
The cycle loops and the responses are after all become the stimuli of both 
individuals and the organisations, together with ongoing stimuli from the external 
environment which finally produce behaviour.  
 
4.3 Culture as a Stimulus 
Liu and Zhang (2004) claim organisational culture can be taken as the stimulus of 
the adoption of various behaviours in the organisation. As mentioned in previous 
chapters, culture is values shared among individuals. It could affect the attitude 
and guide the behaviours of the individuals. New comers may bring new beliefs 
and assumptions which may affect the current shared underlying values inside the 
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company.  
 
In Hong Kong, immature development of sustainable culture in development 
industry may be a reason why even some developers implement various 
strategies; they may not obtain a desirable performance. Lack of awareness on 
the sustainability issues among the employees where somebody has changed his 
mind-set on sustainability while some other has not, the things won’t be worked 
still. It is believed that the development industry should rely on all members in the 
organisation and achieve sustainable performance while the organisational 
culture should be established by having shared values among all members. 
 
In the case of development industry, CS implementation can be regarded as the 
behaviour performed by the organisations after certain stimulation occurred, likes 
changes in environment or organisational culture, etc. Therefore culture could 
then be regarded as a stimulus. So far culture has not been proved to be 
correlated with CS implementation. Therefore this paper is going to find out if 
organisational culture is a matter affecting the attainment level of CS in Hong 
Kong’s development industry. 
 
4.4 Culture Change 
Schemas are dynamic in nature as information is kept on increasing and 
expending. As schema is one of the underlying concepts of culture, this implies 
culture is also dynamic. 
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Deal and Kennedy (1982) define culture change as something about real changes 
in people’s behaviour throughout the organisation. Beyer and Trice (1993) 
describe it is something refers to planned, more encompassing and substantial 
kinds of changes, which involves a breakthrough from the past and disrupts the 
culture continuity. Hofstede (2001) believes cultures are extremely stable over 
time and it is not easy to change a culture, especially the national one. 
 
Culture change requires people to change their mindset if certain implementation 
of philosophies, like CS, is wanted to be successfully implemented to the 
organisation. New learning and adaptation is required to comply with the changing 
environment. Schein (2005) regards culture as a natural evolution as there is 
always constant pressure, which is the changing external environment, given on 
any culture for growth and evolvement, and may lead the organisations to become 
more competitive.  
 
On the other hand, Beyer and Trice (1993) regard leadership is an important 
factor for culture change. They state that culture change occurs when something 
causes the basic elements of a culture to differentiate from its current status, and 
which can be initiated by the top management hierarchy of the organisations.  
 
As mentioned, culture is dynamic and leaders are the one who help in culture 
transformation. Culture change should be carried out by different means and 
leaders should pay more attention on the companies’ objectives and to implement 
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suitable strategies to guide the followers altogether to achieve the success.  
 
4.5 Incremental Path to Corporate Sustainability 
4.5.1 Incremental Change 
Sometimes it helps to explain a concept by first defining what it is not. For the 
purpose of this study, incremental change is not large-scale transformational or 
revolutionary change of the kind often associated with business process 
re-engineering, downsizing, corporate spin-offs, merger, acquisitions or strategic 
unbundling.  
 
Incremental change does not include radical changes in strategy, structure, 
capability or organisational realignment. Rather incremental change is planned 
and emergent, continuous and ongoing and for the most part impacts on the 
organisation’s day-to-day operational processes. (Burnes, 1996) Incremental 
change includes changes in the way people work (job redesign; teamwork); 
changes to an organisation’s business unit processes (quality management); and 
changes in reward systems, information systems and technologies.  
 
As Stace and Dunphy (2001) note: “corporate wide total quality management, 
service quality and team building programs are often a feature of this type of 
organisational change. Leadership is primarily consultative in style.” Further more 
incremental change can be used to generate new capabilities, for example, 
through multi-skilling or forming project teams or creating new values and 
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modifying corporate culture (customer service, empowerment and leadership 
development programmes). 
 
As Porras and Silvers (1991) describe, the planned approaches to incremental 
sustainability change would be: 
“Organisational change is typically triggered by a relevant environmental shift, that 
once sensed by the organisation, leads to an intentionally generated response. 
This intentional response is planned organisational change and consists of four 
identifiable, interrelated components (a) a change intervention that alters (b) key 
organisational target variables and that then impacts on (c) individual 
organisational members and then ... [results] in (d) organisational outcomes.” 
 
There is no one recipe for successful change: the approach must be carefully 
chosen on the basis of an analysis of the situation and the availability of resources; 
Dunphy et al. (2007) suggest two main principles in designing incremental change 
programmes. First, where possible, organisations should look internally for 
change agent. Knowledge and capabilities need to be internalized so that 
organisational learning takes place and skills are retained in house so that they 
can be used for future change programmes. Second, change programmes should 
be designed to suit the organisation’s unique culture and operating conditions.  
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4.5.2 Applying the Sustainability Phase Model to Incremental Change in 
Corporate Sustainability 
Up to this point, the need for incremental change is discussed and how it can 
mobilize an organisation’s resources to achieve greater sustainability outcomes. 
In Chapter 3 the author outlined a model of the phases of corporate sustainability. 
This model identified six phases in corporate progression towards full 
sustainability. These are: 
Rejection; Non-responsiveness; Compliance; Efficiency; Strategic proactivity; The 
sustaining corporation. 
 
These phases emphasize that there is an enormous difference in the readiness of 
organisations to move to sustainable practices. Some firms are highly advanced 
in terms of having sustainable human resource practice; others have scarcely 
given them a thought. The same is true in the area of ecological sustainability: 
some firms are actively working towards practices that sustain and renew the 
environment while others continue to exploit the environment. Because 
traditionally the two kinds of sustainability have rarely been seen as connected, 
there can also be a lack of conjunction between an organisation’s current position 
on one dimension and on the other (Dunphy et al., 2007). The ideal of a fully 
sustaining corporation is outlined in figure 14: the sustainability change matrix. 
The figure combines the scales of the two dimensions in the phases of corporate 
sustainability in a matrix. The goal is to move corporations to the lower right-hand 
quadrant, which represents varying degrees of active involvement on the base of 
efficiency, strategic advantage or fully sustaining practice. 
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Figure 14: The sustainability change matrix: incremental paths 
 
Source: Dunphy, D. Griffiths, A. and Benn, S. (2007) Organisational Change for 
Corporate Sustainability. A guide for leaders and change agents of the future 
 
4.6 Corporate Sustainability and Organisational Culture 
4.6.1 Importance of Culture to the Implementation of Corporate 
Sustainability 
Jones et al (2001) suggest that particular organisational culture influence the 
uptake of innovative practices in different ways. They conclude that corporate 
cultures with a ‘human relations orientation’ demonstrated higher readiness for 
change when it came to the implementation of a new philosophy. This was in 
direct contrast to those organisations that reported hierarchical 
command-and-control-style cultures. Furthermore, a more recent research by 
Linnenlucke (2006), although is still in an early phase, indicates that the values 
within an organisation strongly overlap with understanding of corporate 
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sustainability. They highlight the direct relationship between the organisation’s 
overall culture/ value score and its understanding of corporate sustainability One 
of the key implications of this research is that, when it comes to incremental 
value-driven change, an understanding of a culture and the subcultures with an 
organisation may be vital to tailoring effective incremental change processes to 
achieve greater sustainability outcomes and wider acceptance. (Linnenlucke, 
2006) 
 
Howard-Grenville (2007) stresses that corporate culture is the essential idea 
advanced in corporate sustainability practice, which matters a great deal to 
interpretation and action on environmental issues. It matters because cultures 
provide categories that help their members discern normality and surprise, and 
they offer repertoires of strategies for action that are appropriate to the matters of 
the culture. She also suggests that under environmental crisis, the members of 
the corporations label them problems or crises and act on them accordingly. 
Meanwhile, certain issues are also excluded from consideration. Therefore, 
organisational culture can provide a compelling and largely self-consistent set of 
meanings and incentives that strongly influence interpretations and actions of the 
companies. 
 
Welford (1997) also supports the idea: “The importance of focusing on 
organisational culture for a business wishing to move towards sustainability 
seems to be self-evident. It must be recognized that ultimately, any long term 
success depends on the attitudes, skills, knowledge and experiences of the 
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people involved in the development and implementation of the policies towards 
sustainability.” To date, work has primarily focused upon a call for a cultural 
change to mainstream business. This would affect all levels of an organisational 
culture, from underlying assumptions and beliefs to espoused values and artifacts. 
However, Welford (1997) points out that few authors have attempted to study the 
culture of organisations that are already committed to and are moving towards 
sustainability. These companies, leading by values and ethics, are actually 
developing the outer layers of their culture towards sustainability. 
 
Dexter Dunphy, Andrew Griffiths and Suzanne Benn (2007) go even further: “It is 
recognized that the links between an organisational culture of innovation and one 
designed to deliver sustainability.” The innovative capacity allows an organisation 
to escape from rigid models of operation and production. Practices such as 
teamwork, empowerment and continuous learning are designed to enhance 
human sustainability and social capital within the organisation. Arguably, the level 
of sustainability implementation of an organisation can be facilitated by a culture 
that facilitates both resource productivity and product differentiation. (Orssatto, 
2001) 
 
Work systems of environmental sustainability and human sustainability are 
re-conceptualized around humanistic values of fulfilment and skills development, 
compliance and beyond in terms of sustainability can be assured. (Dunphy et al., 
2007) Strategies including fostering teamwork, improving rewards and 
empowering employees, can lead to an advantage to implement sustainable 
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practices. Figure 15 summarize the factors enabling organisations to change 
towards a higher standard of sustainability. 
 
Figure 15: Factors enabling change 
 
Source: Dunphy, D. Griffiths, A. and Benn, S. (2007) Organisational Change for 
Corporate Sustainability. A guide for leaders and change agents of the future 
 
Many researchers like Doyle (1992) and Kekale and Kekale (1995) find out the 
failure for implementation of certain organisational philosophies, e.g. sustainable 
business practice, is actually resulted from mismatch of organisational culture with 
the implementation, or lack of management leadership and training. It is always 
recommended to understand the dominant culture that exists in the organisation 
before implementing any management approaches. This allow more reliable 
source for managing the implementation process so to help in deciding which 
actions should be taken.  
 
4.6.2 Changing Organisational Philosophies: an Illustration through 
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Implementation of Total Quality Management (TQM) in Corporations 
As corporate sustainability is an emerging field in the business context, little 
research is found specifically studying the relationship between corporate 
sustainability and corporate culture. From an organisational perspective, the 
implementation of sustainability is similar to the uptake of other organisational 
change concepts, such as total quality management, lean production, customer 
orientation, etc. (Senior, 2001) If corporate sustainability is accepted as a change 
in organisational philosophies, there are numerous researches among the 
literature which study the relationship between culture and the uptake of a certain 
organisational philosophies. Taken as an example, the implementation of a similar 
philosophy - total quality management (TQM) in corporations can be used as an 
illustration. Similar to corporate sustainability, total quality management is just 
another implementation of organisational philosophies. (Zink, 2005) Al-khalifa and 
Aspinwall (2000) once used the CVF model to construct an ideal culture profile for 
TQM by asking quality experts, consultants and academics in the United Kingdom 
in order to look for the ideal cultural characteristics to support the TQM 
implementation. It was found that the best-fitting working environment for a 
successful TQM implementation is provided by clan and adhocracy cultures. This 
result supports the findings of Jones et al. (2001) that a ‘human relations 
orientation’ culture, rather than the hierarchy culture, will lead to a higher 
readiness for organisations to achieve toward full sustainability. 
 
In 2001, Al-khalifa and Aspinwall carried out another similar study in Qatar to see 
if the organisational culture profile in most of the companies there were the ideal 
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profile as mentioned. They found that most of the companies were not having the 
ideal culture profile, but some still have a successful TQM implementation. This 
result implies that the implementation of organisational philosophies does not 
consider only the ideal culture profile, but also other factors like policies, 
organisation backgrounds, leadership styles, management and culture 
environments, etc. 
 
4.7 Implications: Corporate Sustainability and Changing Organisational 
Culture 
Based on the implementation of TQM practices as an illustration, similar views 
supported by Marcel van Marrewijk and Marco Werre (2003) suggest that a “one 
solution fits all” concept of corporate sustainability would not work, due to a 
number of reasons. Under different circumstances those companies faced, and 
difference in how these companies are structured, different strategies would need 
to emerge in order to fit the specific situations. 
 
Cameron and Quinn (1999) found that many companies did not have a successful 
implementation of organisational philosophies as those companies just go through 
the practices without values sharing. They treated the procedures were only 
techniques of change, but not a fundamental change from the direction, values 
and culture of the company, as a result lead to failure in implementing such 
organisational philosophies.  
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4.8 Corporate Sustainability and Competing Values Framework 
Many researchers claim that in order to implement towards a successful corporate 
sustainability, culture change is a critical success factor. It is believed that values 
shared are as important as the practices. Cameron and Quinn (1999) mention that 
the CVF of organisational culture is useful in many aspects of CS. Notifying the 
CVF of an organisational culture profile with a sustainable corporation can act as 
a benchmark and help other companies to find out their ways of changing values 
towards total quality. This allows leaders to make decisions on the strategies 
when implementing CS, for improvement and human resources management and 
development in each of the four quadrants so to narrower the gap and leading the 
organisation to the desired direction.  
 
To conclude, in order to implement corporate sustainability successfully, the clan 
and adhocracy cultures by the CVF could be a potential benefit to the companies 
that are implementing corporate sustainability. Moreover, a ‘human relations 
orientation’ culture could also facilitate the implementation of corporate 
sustainability. An organisation which is adaptable, open-minded, flexible and 
risk-taking is also more ready to adapt new challenges, such as the 
implementation of corporate sustainability. However, other than the ideal 
organisational culture profile, other successful factors like policies, organisation 
structures, leadership styles, backgrounds, etc. also need to be considered. 
Corporations should not only consider technical changes to implement corporate 
sustainability, but also fundamental changes from the direction, values, and 
culture of the corporation. A “one solution fits all” concept to corporate 
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sustainability should be abandoned and the companies need to adjust their own 
strategies according to the situation. 
 
In the next section, the research will be designed based on these concepts and 
theories drawn from the literature and starts by asking questions about the 
research. Appropriate methodology and method would be selected to answer 
these questions and goals. Finally, the method of data collection and analysis will 
conclude the section. 
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Chapter 5 Research Design 
5.1 Introduction 
This chapter will discuss the research design for the study. Methods used in the 
research are explained and the layout of the questionnaire is also described.  
 
5.2 Research Question 
This research deals with the three research questions: (1) What is the overall 
organisational culture profile of the Hong Kong development companies? (2) To 
what extent are sustainability practices implemented by Hong Kong developers 
on their strategic and operational level? (3) Does a specific type of 
organisational culture facilitate the uptake of sustainable practice in Hong Kong 
development companies? It aims at providing an overview of Hong Kong 
developers regarding sustainability and organisational culture, as well as 
examining if a correlation between specific types of organisational culture and 
the degrees of sustainability in a corporation exists.  
 
5.3  Methodology and Method 
5.3.1 Selection of Suitable Methodology 
Four major factors determine the research methodology for this research project: 
the research question, the research goal, the applied concept of organisational 
culture and particulars in the research project (Remenyi et al., 1998).  
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The first question tries to capture the organisational culture profile of the 
development companies in Hong Kong. The second research question tries to 
present an overview of current operations and strategies employed in Hong Kong 
development industry, i.e. a summary of the organisation’s environmental, 
economic and social performance and strategies. The last question investigates 
whether a specific organisational culture can facilitate the implementation of 
sustainable practice in an organisation. 
 
The first research aim is to capture and understand the organisational culture 
profiles of the Hong Kong developers. The second research aim is to examine 
efforts by Hong Kong developers in terms of sustainability and inspire other 
organisations to consider how to adopt and measure steps towards sustainability 
in the future. The third research aim is to find out the relationship between 
organisational culture and corporate sustainability, and to accumulate initial 
evidence for cross-company patterns and thus to map the terrain. Subsequent 
studies may then use the results as input to further illuminate the dynamics 
present within organisations. 
 
Regarding the first question and aim, a decision in favour of a quantitative 
approach has been made and the decision process is outlined henceforth.  
 
Based on the second question and aim, a qualitative approach is selected as it 
aims to provide an overview on the market situation in Hong Kong development 
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industry. Moreover, a quantitative approach is decided to be used based on the 
information and observation from the qualitative approach. The rationale, which is 
related to the last research question, will be explained in the next section.  
 
5.3.2 Matching the methodology with the research question and research 
goal 
“Methodology refers to the underlying paradigm of the progress of scientific 
practice based on fundamental assumptions about the world, the nature of 
knowledge, and according how research should be conducted (Hussey and 
Hussey, 1997).  
 
The first research question regarding organisational culture and corporate 
sustainability is “What is the overall organisational culture profile of the Hong 
Kong development companies?” The author has decided to use a quantitative 
approach to organisational culture, and the rationale is explained henceforth. 
 
The methodology in studying organisational culture has been cited by Martin 
(2001) as one of the five meta-controversies that has polarized researchers and 
paralyzed major progress in recent years. No final conclusion has been reached 
in this “culture war” (Martin and Frost, 1996) among organisational culture 
researchers to date. The ongoing debate on the superiority of quantitative over 
qualitative approaches is particularly heated. (Strauss and Corbin, 1990) There 
are some scholars who recommend using the qualitative approach; for example, 
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Schein (2004) says that there is always a tendency for human subjects to resist 
and hide data that they feel defensive about or want to impress the researcher 
with. On the other hand, Hofstede (1980) prefers to use quantitative methods to 
collect data for identifying the culture profile for each organisation. Culture is 
something intrinsic and it is difficult for people to describe the underlying values 
and assumptions and collectively group their values and behaviour together. 
 
In the context of research involving organisational culture, the key benefit of a 
quantitative approach lies in its ability to actually address and answer the 
research question in the light of the research goal of cross-company 
generalisation. Quantitative research refers to methods primarily seeking to 
express information in a numeric mode such as counts or measurements. 
(Remenyi et al., 1998) Quantitative inquiry aims at identifying common patterns 
characterising a sample or a population in order to derive explanations for 
cause-and-effect relationships (Shapiro, 1998). This constituting aim makes the 
quantitative approach suitable for asking the second research question. 
 
In dealing with the second research question, “To what extent are sustainability 
practices implemented by Hong Kong developers on their strategic and 
operational level?” As the aim of this research is not to comprehensively report 
sustainability activities in the chosen organisation but to give a snapshot of current 
operations, i.e. a summary of the organisation’s profile as well as environmental, 
economic and social performance and strategies, the author will present the 
information in the form of content analysis; a summary of the measures the 
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developers have undertaken in the last few years which will lead the companies to 
the path of sustainability. Hence, an overview of sustainability practices in Hong 
Kong development industry can be presented. 
 
To deal with the last research question: “Does a specific type of organisational 
culture facilitate the uptake of sustainable practice in Hong Kong development 
companies?” The author tries to test if there is a specific relationship of corporate 
sustainability and organisational culture on a cross-company basis, a quantitative 
approach to organisational culture and corporate sustainability will be adopted. 
The rationale behind will be explained henceforth.  
 
As the rationale of the decision to use a quantitative approach to organisational 
culture is explained, the author will now move on to the reasons for choosing 
quantitative approaches to corporate sustainability while the author has already 
employed a qualitative approach in second research question. 
 
Sustainability research in the business field is still in an early stage. Within the 
academic literature, both qualitative and quantitative approaches exist. A 
qualitative approach could be a comprehensive study of an organisation on, for 
example, the sustainability strategy stated by the organisation and types of 
sustainability practice in the operation. Therefore, the operations as well as 
mindset of the organisation towards sustainability can be obtained. However, as 
the third research question aims to investigate corporate sustainability and 
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organisational culture in a cross-company basis, in matching with the research 
question and goal, a quantitative approach is adopted as the secondary data to 
organisational culture and therefore a benchmark of sustainability between 
companies is obtained.  
 
Sustainability indices (e.g. Dow Jones Sustainability Group Index, Global 100 
“Most Sustainable Companies”, Carbon Disclosure Project “Climate Leadership 
Index”), sustainability performance indicators (Justin et al., 2002) and 
sustainability balanced scorecards (Bieker et al., 2001; Hockerts, 2001), are 
quantitative instruments developed by scholars to assess sustainability 
performance. The advantage of assessing corporate sustainability with a 
quantitative approach is that a cross-company benchmark can be achieved. In 
contrast to qualitative approaches, which studies comprehensively on how 
sustainable an organisation is, the quantitative approaches are beneficial to 
organisational study, relating corporate sustainability performance to the context 
of organisational cultures. In this part, a quantitative approach will be used to 
quantify the result from the qualitative approach used in dealing with the second 
research question, in order to test against the quantitative data obtained from 
organisational culture. 
 
In summary, for the study in the overall organisational culture profile of Hong Kong 
development companies, a quantitative approach will be adopted. On the other 
hand, a qualitative approach to corporate sustainability will be used in dealing with 
the second research question and goal. Finally, specific to the third research 
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question and goal, quantitative approaches to both organisational culture and 
corporate sustainability will seem to be most appropriate. 
 
5.4 Qualitative Approaches to Corporate Sustainability 
In the coming sections, the research will discuss the decision in adopting a 
specific qualitative approach to corporate sustainability, followed by the decision 
making process of an appropriate quantitative instruments to organisational 
culture and corporate sustainability respectively. 
 
5.4.1 Content Analysis of Corporate Sustainability in Hong Kong 
Development Companies 
The complexity of the concept of sustainability, which has been discussed in 
literature review, is still troubling many of the scholars in the field. Although the 
author may wish to present the most comprehensive framework to tackle with, 
time is limited for the capacity of an undergraduate research. For this reason, the 
author has decided to include only human and social dimensions into the 
framework in dealing with development companies in Hong Kong. There are a few 
reasons for this.  
 
Historically and basically, most private companies must be based on their 
economic performances to survive. Therefore, this becomes one of the 
considerations for the author to choose economics to be the dimension to be 
ignored in the framework. Moreover, quite a number of scholars emphasise the 
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importance of linking environmental and social dimension into business strategies 
(Bieher et al., 2001; van Marrewijk, 2003; Steimle and Zink, 2006). One can see 
how important it is for companies to merge environmental and social 
considerations into strategies. However, this does not mean that the author is 
trying to exclude or ignore economic aspects when implementing sustainability. 
The author believes that only including all the dimensions into framework could 
lead the companies to a more sustainable future. For example, in practical terms, 
economic sustainability includes corporate governance, risk and crisis 
management, codes of conduct, corruption, etc. One cannot say that these are 
unimportant, but due to the time limitation of this research, the more important 
factors in the context of Hong Kong development industries are chosen. 
 
5.4.2 Qualitative instruments 
To carry out a content analysis of Hong Kong developers, the author aims to study 
developers in Hong Kong with different sizes and turnovers, and any activities that 
relate to sustainability within the companies. Comprehensiveness is not the main 
issue in the content analysis, as its aim was to provide an overview of sustainable 
practice within Hong Kong development industry. As mentioned by Newell (2007), 
there are quite a number of global sustainability initiatives, for example, the UN 
Principle of Responsible Investment, the UN Environment Program Finance 
Initiative, the Global Reporting Initiative, the Carbon Disclosure Project and the 
World Green Building Council, which provide different guidelines and reporting 
instruments for sustainability. 
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In seeking a suitable qualitative approach for the content analysis to be based on, 
the Global Reporting Initiative (GRI) Sustainability Reporting Guidelines is 
selected as the basic reference to identify key issues concerning an organisation’s 
environmental, economic and social performance. First published in 2000, the 
GRI Guidelines for sustainability Reporting provides the only generally accepted 
set of sustainability reporting guidance available to organisations to report on their 
sustainability performance. The guidelines are currently being cited by over 500 
organisations worldwide.  
 
In June 2000 GRI first published the Sustainability Reporting Guidelines on 
Economic, Environmental and Social Performance, the third version of the the 
Guidelines – known as the G3 Guidelines – was published in 2006, and are used 
as the supporting document to this content analysis.  
 
5.5 Quantitative approaches to Organisational Culture and Corporate 
Sustainability 
As the previous section tries to work out a qualitative approach to evaluate 
corporate sustainability in Hong Kong development companies, the coming 
sections aim to discover an appropriate quantitative approach in testing 
relationships between corporate sustainability and organisational culture in a 
cross-company manner. 
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5.5.1 Primary Data on Organisational Culture 
5.5.1.1 Quantitative instruments for measuring organisational culture 
Organisational culture is extremely broad and inclusive in scope. It comprises of a 
complex, interrelated, comprehensive, and ambiguous set of factors (Cameron 
and Quinn, 1999). Therefore it is impossible to include all dimensions and 
attributes for diagnosing and assessing an organisation culture.  
 
Meanwhile, the need to diagnose and manage organisational culture is growing in 
importance. It is because of an increasing need to merge and mould the culture of 
different organisations as structural changes occur, and also because of the 
changing of external environments in which organisations operate in. Therefore, a 
framework which can narrow and focus the search for key cultural dimensions is 
needed to be defined. 
 
The emerging interest in the concept of organisational culture ever since the late 
1970s and 1980s has led to the development of various self-report questionnaires. 
Generally, the obvious lack of consensus concerning questionnaire format or style 
has thereby caused criticism (Furnham, 1997). According to Cameron and Quinn 
(1999), the applicability of a framework depends on the empirical evidence, the 
validity and the ability on integration and organizing most of the proposed 
dimensions. Furthermore, a variety of instruments approaching organisational 
culture quantitatively exist, on the level of beliefs or values, resulting in different 
dimension scores and scores profiles for organisations. In table 4, Wolfgang 
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Amann (2003) has reviewed a listed of quantitative instruments used by 
academics. 
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Table 4: Selected approaches to measure organisational culture 
 
Source: Amann, W. (2003) “The impact of internationalization on organisational 
culture: a comparative study of international US and German companies.” 
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5.5.1.2 The Organisational Culture Assessment Instrument (OCAI) 
A decision had to be made in the research process as to how to measure 
organisational culture. A common question in research is whether to use an 
already existing research instrument or to construct a new one, while hardly any 
standard rules exist (Punch, 1998). Given the rather explorative nature of the 
research project, the author relied on an established instrument in the academic 
literature instead of creating a new one.  
 
Some instruments mentioned in Table 4 have been developed by means of a 
“thorough literature review” (e.g., O’Reilly et al. 1991 for the Organisational 
Culture Profile, Glaser et al. 1987 for the Organisational Culture Survey). The 
authors did not always address the question as to why certain dimensions are 
included. Other instruments show a stronger, clearer theoretical foundation, such 
as Denison’s (1990) model and Cameron and Quinn (1999) OCAI, which is 
another factor speaking in favor of its application. Rousseau (1990a, p. 170) 
strongly advocates the more explicit and profound theoretical foundations 
under-girding the content of instruments. Overall, only the OCAI fulfilled the 
requirements for the selection of an appropriate instrument for the empirical study. 
The OCAI questionnaire is used as the culture measuring instrument to diagnose 
or to find out the culture type that identified by Cameron and Quinn (1999). This 
measuring instrument is based on a theoretical model called Competing Values 
Framework (CVF) as mentioned in chapter 2.  
 
CVF is empirically derived, has been found to have both face and empirical 
   - 105 - 
validity, and helps integrate many of the dimensions proposed by various authors 
(Cameron and Quinn, 1999). It has been found to have a high degree of 
congruence with well-know and well-accepted categorical scheme that organize 
the way people think, their values and assumptions, and the ways they process 
information. Thus, CVF is regarded as a useful model to analyze an 
organisational culture in a systematic way and provide a diagnostic tool to assess 
the overall culture which allows the user to understand the current culture of the 
organisation as well as its changes over time.  
 
According to Al-khalifa and Aspinwall (2000), CVF can be used as a basic for 
discussing organisational change and the method of presenting data as 
organisational or individual profiles is innovative and unique, results can easily be 
interpreted not only from data, but as a whole for the organisation, which may be 
useful for analyzing the level of implementation of corporate sustainability.. 
 
The purpose of the OCAI is to assess six key dimensions of organisational culture. 
These six key dimensions are dominant characteristics, organisational leadership, 
and management of employees, organisation glue, strategic emphases and 
criteria of success. Further explanation will be given in the analysis part of the 
paper. These dimensions are used to identify the underlying assumptions and 
value of an organisation. In completing the instrument, though it may not be 
concluded as the most comprehensive one, it has been proven in the past 
researches that it can provide a picture of the type of culture which exists and 
dominant in an organisation.  
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There are in total twenty four questions set in this section of the questionnaire. As 
there is no right or wrong answers for these items, to complete this part of the 
questionnaire, the target group is being instructed to be as accurate as they can in 
responding to the items so that the resulting culture diagnosis will be as precise as 
possible. Details of this part of the questionnaire are shown in appendix 1. Each of 
the OCAI scales has four items totalling 24 items. Each item uses a five-point 
Likert-type scale (5=completely true, 4=mostly true, 3=partly true, 2=slightly true, 
or 1=not true). 
 
5.5.1.3 Additional Survey Items 
This setting dimension of organisational culture is an often-neglected aspect. This 
accounts for the strength of the OCAI, which takes it into account. In fact, this 
aspect has been deemed important enough to include three additional items 
directly proposed by Payne (2001). Within-company consensus is simply but 
effectively depicted by the question “whether there is a high degree of agreement 
about the way we do things around here” (see Item 25 of the questionnaire in the 
Appendix 1). Pervasiveness is conceptualized with the item on the range of 
behaviours and beliefs the company imposes on its members (see Item 26) and 
finally, (see Item 27) psychological intensity has been conceptualized by asking 
whether the values of employees and those fostered by the company are largely 
congruent.  
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Along with three additional items on organisational culture’s strength, more 
general background questions have been posed in the form of statements to be 
evaluated. Their aims are primarily to gain a clearer understanding of individual 
situations of companies and to take the context of each company into measured 
account. Item 28 asks whether the organisational culture is deemed beneficial and 
suitable for the sustainable practice in general. As a result, a more detailed and 
complete picture becomes attainable. 
 
5.5.1.4 The fax-based survey method for data on organisational culture 
In general, a survey has been deemed an appropriate method to gain a good 
basic orientation on organisational culture. Unlike other methods, it facilitates the 
assembly of a larger set of quantitative data across multiple companies (Kobi and 
Wuethrich, 1986) . A survey shows a high level of efficiency in terms of speed and 
cost when generating large amounts of data (Snow and Thomas, 1994). It 
continues to be one of the most commonly used forms of data collection in 
organisations today. The respondents, who are described below, were 
approached with a fax-based survey. The fax version of the survey ensures 
further speed, cost and administration advantage. Centralized digital faxing 
systems offer a much lower cost per document than postage. 
 
5.5.1.5 Data collection 
Hofstede (2001) has mentioned when studying a culture of an organisation or of a 
notion, individual opinions are just their own values. So, in this research, at least 
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five responses from each company are requested; otherwise the identified culture 
could not represent the organisation.  
 
By sending questionnaires, there will always be the risk of low response rates 
from the companies. In order to achieve a satisfactory response level, the survey 
should be as simple and user-friendly as possible, allowing the respondents to 
understand and complete the questionnaires in a short time. Therefore the 
purpose of the survey and importance of the data to the researcher was explained, 
and instructions for filling in the questionnaires were given to the respondents in 
the cover letter. Meanwhile, the questionnaire was specially designed so to allow 
the respondents to complete the forms in a systematic way. 
 
5.5.1.6 Target group 
In order to obtain the organisational culture profiles and the stage of corporate 
sustainability among Hong Kong’s developers, the questionnaires were sent to 25 
developers with different sizes and revenue. 
 
25 questionnaires together with cover letters and return fax numbers were sent to 
the target group and directed them to reply via email or fax. Instead of only senior 
managers or directors, different members in the companies were also invited to 
complete the OCAI questionnaire, as people working in different positions may 
have different opinions toward the value of the company. By collecting data from 
staff members of various positions, the observation on company’s culture profile 
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would be more comprehensive. 
 
5.5.2 Secondary Data on Corporate Sustainability 
5.5.2.1 Quantitative instrument for measuring corporate sustainability 
Among the literature and different global reporting institutes, there is a huge 
number of guidelines as well as different reporting approaches. Professor Graeme 
Newell (2007) from the University of Western Sydney has already identified a 
number of them, such as Dow Jones World Sustainability Indices, Global 100 
“Most Sustainable Companies”, Carbon disclosure project “Climate Leadership 
Index” and FTSE4GOOD (Financial Times Stock Exchange) Indices. One of the 
purposes of these indices is to act as a benchmark for the sustainability 
performance among different developers. However, these indices mainly work on 
a global basis and may not be suitable in analyzing within the context of Hong 
Kong development industry.  
 
On the other hand, within the literature, many scholars, such as Justin et al, (2002) 
develop indicators that can be used in assessing sustainability performance of 
corporations, and they exist in various formats. Sustainability balanced 
scorecards (Bieker et al., 2001; Hockerts, 2001) are one of the alternatives found 
within the literature. These indicators, or scorecards, are efficient in benchmarking 
among different companies, but there is no universal approach in the assessment. 
Therefore, instead of using existing research instrumentg to evaluate corporate 
sustainability performance, a new instrument is constructed to suit the specific 
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business environment of development industry in Hong Kong. Professor Graeme 
Newell suggests that the new instrument should be constructed based on some of 
the existing indices by global reporting institutes and sustainability reports of the 
leading international property development companies. (e.g. Capitaland, British 
Land, Unibail, etc.) By extracting the criteria that are relevant to the context of 
Hong Kong development industry, a comprehensive and specific instrument to 
assess corporate sustainability can be developed. 
 
A decision has to be made among different quantitative instruments in measuring 
corporate sustainability. Keeble et al. (2003) suggest indicators should be used in 
order to measure sustainability performance at a corporate level. They have 
identified a number of indicators regarding environmental, economic and social 
issues. However, the level of importance of each item cannot be stressed. To 
construct a more comprehensive and detailed framework for benchmarking 
among companies, Bieker (2002) suggests including the instrument of Balanced 
Scorecard (BSC) as a possible appropriate conceptual framework for 
sustainability management in the literature. The BSC has been developed in the 
early 1990s by Robert Kaplan, a Harvard professor and David Norton, a 
management consultant as value drivers for corporate success. The BSC is 
designed to facilitate management of intangible assets such as “intellectual and 
organisational capital”. The aim of BSC is to integrate intangible assets into the 
management system and analyses the future financial contribution of such 
intangible assets.  
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Scholars such as Orssatto et al. (2001) and Figge et al. (2001) have carried out 
researches in the field of sustainability management by means of a BSC. Bieker et 
al. (2001); and Bieker and Waxenberger (2002) extend the concept of Balanced 
Scorecard towards a Sustainability Balanced Scorecard. Bieker (2002) points out 
that “from an operational point of view, the problems of integrating qualitative 
aspects such as environmental and social responsibility into controlling systems 
seem to be especially relevant as they are naturally very difficult to quantify.” 
Therefore, controlling systems or instruments will be needed to be implemented in 
organisations so as to control ecological, social and economic targets within one 
tool. The Sustainability Balanced Scorecard could be one solution to these 
problems. 
 
5.5.2.2 Sustainability Balanced Scorecard 
Among all these approaches, the author prefers to use the Sustainability 
Balanced Scorecard as a mean to measure sustainability. As mentioned in the 
previous section, the criteria in assessing corporate sustainability will be further 
drawn from the sustainability report of leading international property companies 
and global sustainability indices. 24 sustainability criteria are identified, involving 
accountability and transparency (4 criteria), environmental dimension (10 criteria) 
and social dimension (10 criteria). Details of the 24 sustainability balance 
scorecard criteria are shown in Table 5. 
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Table 5: Sustainability Balanced Scorecard Criteria 
Accountability and Transparency 
1 Is there an individual reporting published disclosing environmental 
performance data? 
2 Does the company have any social reporting activities? 
3 Does the company conduct the reporting exercise based on any global 
reporting guidelines or standards? 
4 Does the company retain listing in any global sustainability index (e.g. 
FTSE4GOOD, DJSI)? 
Environmental Dimension 
1 Is there a designated manager or steering committee assigned in dealing with 
environmental affairs? 
2 Does the company adopt any official policy concerning environmental affairs? 
3 Does the company employ an environmental management system? 
4 Does the environmental management system is certified by ISO 14001? 
5 Does the company have a target to reduce its direct carbon emission? 
6 Does the company have a target to reduce GHG emission? 
7 Does the company employ an energy management system? 
8 Does the company employ a waste management system? 
9 Does the company incorporate environmental concerns in all its new 
developments and existing properties? 
10 Does the company participate in any sustainable town planning activities in 
Hong Kong? (e.g. sustainable harbour planning) 
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Table 5: Sustainability Balanced Scorecard Criteria (Cont’d) 
Social Dimension 
1 Is there a designated manager or steering committee assigned in dealing with 
its stakeholders? 
2 Is there any official policy concerning human and community affairs adopted 
in the company? 
3 Does the company concern community and stakeholder in all its new 
developments and existing properties? 
4 Does the company initiate any leadership programme to address long-term 
sustainability? 
5 Does the company adopt a human capital development scheme which 
provides employees with continuous opportunities for awareness training and 
capacity building? 
6 Does the company initiate any activities in community care? 
7 Does the company maintain health and safety standard with its employees 
and clients? 
8 Does the company maintain health and safety standard with its suppliers and 
contractors? 
9 Does the company maintain health and safety standard within the community? 
10 Does the company promote sustainability to its stakeholders (e.g. business 
partner, clients, employees)? 
Source: Author 
 
The Dow Jones Sustainability Index’s criteria are extracted and amended to suit 
the course of this study. The DJSI methodology is to invite Chief Executive 
Officers (CEO) from worldwide corporations to fill in a questionnaire. The 
questionnaire is designed to ensure objectivity by limiting qualitative answers 
through predefined multiple-choice questions. However, due to the nature and 
time available in this study, it is impossible for the author to contact CEOs to fill in 
a questionnaire and thus the nature of some of the criteria used in the assessment 
of DJSI are not suitable in this course. Therefore, apart from the extracted criteria 
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from DJSI, sustainability practices of some global leading sustainable property 
companies (e.g. British Land, Land securities, Unibail, Capitaland and AEON) are 
reviewed and criteria are then extracted. From these two methods, the 
sustainability Balanced Scorecard criteria are formulated. 
 
Of the three corporate sustainability categories, accountability and transparency 
has 4 criteria covering both the quantity and quality of reporting activities 
regarding environment and social dimension by the specific development 
company. An individual report on sustainability is important for development 
companies to disclose comprehensive and up-to-date information regarding 
eco-efficiency and social participation and communication to its stakeholders. As 
such, criteria 1 and 2 are to assess whether or not the companies provide details 
regarding the companies’ environmental and social information. Criterion 3 is to 
access the quality of companies’ reporting activities, by referring to a specific 
reporting guideline or standard, the quality of the companies’ reporting exercise 
regarding the types of reported information and reporting style can be assured. 
Criterion 4 “Does the company retain listing in any global sustainability index (e.g. 
FTSE4GOOD, DJSI)?” is added to this scorecard to show that the specific 
development companies have already adopted the sustainability reporting 
exercise and are recognised and retained listing in any of these sustainability 
indexes. 
 
The ten criteria for environmental dimension assessed the extent of how actively 
the specific development companies have participated in environmental protection 
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and merge the concept into their business. This includes different policies and 
management systems adopted in some highly sustainable worldwide 
development companies. For example, a designated manager assigned to deal 
with the environmental, as well as sustainability issues, adaptation and 
certification of an environmental management system, energy and waste 
management, environmental consideration of new development projects, 
sustainable planning activities, etc. All these activities constituted a scoring of the 
environmental dimension of the sustainability balanced scorecard. 
 
The social dimension plays an equally important role as others in the sustainability 
balanced scorecard. Similar to environmental dimension, ten criteria are included 
to access the existence of certain activities adopted by global leading sustainable 
development companies. The seven criteria cover the availability of certain 
policies regarding social sustainability, designated managers, leadership 
programme for long-term sustainability, human capital development, health and 
safety of the companies’ stakeholders and activities that involve in the 
stakeholders. 
 
Each of the 24 criteria is scored from 0-4 in order of increasing sustainability 
performance. It is scored on an ordinal basis and with the criteria as following: 
0: No such activity can be observed. 
1: Few/ practices stick only to legal requirement 
2: Quite a number of such activities are observed 
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3: The practice is generally adopted in the company 
4: The company is fully dedicated to implement the practice, and have strategies 
and policies to support such practice 
 
Scores are aggregated across the 24 sustainability criteria, and then standardized 
to a range of 0-100 to reflect an overall corporate sustainability score for each 
development company. Separate standardized scores of 1-100 are also 
determined for each of the three categories of accountability and transparency, 
environmental dimension and social dimension. Corporate sustainability scores 
are also presented for each of the ten development companies. 
 
5.5.2.3 Development Companies Assessed and “Anonymisation” of 
Companies Names 
Ten Hong Kong development companies were assessed in this study; Mass 
Transit Railway Corporation (MTRC) Limited, Swire Properties Limited, Sun Hung 
Kai Properties Limited, Sino Group, Hysan Development Company Limited, Hang 
Lung Properties Limited, Henderson Land Development Company Limited, 
HongKong Land Company Limited, Asia Standard International Group Limited and 
Wheelock Properties Limited. The information on sustainability practices of these 
companies was collected as secondary data to organisational culture. The ten 
development companies mentioned above are those which have agreed to 
provide the primary data on organisational culture, and thus chosen in the study in 
corporate sustainability. 
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In presenting results of corporate sustainability score, its relationship between 
types of organisational culture will be tested. Therefore in this part of analysis, the 
names of these companies are anonymised to ensure that no company specific 
information on organisational culture will be released. 
 
5.5.2.4 Information Source 
The data of corporate sustainability performance would serve as secondary data 
of those companies that responded to the questionnaire about organisational 
culture (which will be mentioned in the following section). The data on corporate 
sustainability performance are drawn from publicly available sources. The most 
direct way to obtain this information is through publicly available company 
documentation including: sustainability reports, environmental reports, health and 
safety reports, annual financial reports. While going through the recent annual 
reports, the trends of activities and expenditure on sustainability can be observed 
throughout the past years. Change in mindset of senior management can be 
traced through evidence found within the information. To achieve the above goal, 
other media and stakeholder reports as well as other publicly available information 
are reviewed, for example, media and press releases, articles, and stakeholder 
commentary written about a company over the past year.. 
 
After discussing the methodology and various methods to acquire the necessary 
information and data, the following sections will present the method in dealing with 
the quantitative analysis involving organisational culture and corporate 
sustainability. 
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5.6 Method of Analysis 
After collecting the data from the questionnaires and publicly available information, 
analysis will be made by some statistical testing using SPSS. From Argyrous 
(2000), “an ordinal level of measurement, in addition to the function of 
classification, allows cases to be ordered by degree according to measurements 
of the variable.” As all answers from each question in the OCAI are set from 1 to 5, 
each question requires the respondent to make a ranking. Such data is therefore 
considered to be ordinal data. 
 
These ordinal data could actually be analysed into two parts. First, analysis will be 
made about the culture profiles of the respondent contractors with different 
comparison such as the duration of company existence, the turnover of the 
company. Second, it is about testing if there is a relationship between 
organisational culture profiles and the corporate sustainability score by 
development companies as mentioned in the previous sections. 
 
5.6.1 Analysis I: Organisational Culture Profile 
The OCAI scores from the respondents have been sort into different culture 
dimensions and culture types. Scores were added to see how each of the culture 
types scores in different respondents. After all, a mean value of the results 
obtained were taken so that each of the company would have an overall culture 
profile with overall scores for each of the culture dimension in each culture type. 
Moreover, information of each company profile such as the duration existence and 
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the turnover of the companies were checked for the consistency of the 
respondents from each company. After that, these data were in-put to the SPSS 
and different groups were classified for comparison. 
 
There were a total of two investigations in this part of analysis. Culture profiles will 
be studied according to different companies’ duration existences and different 
annual turnover. This is because different classifications among companies do 
indicate certain type of culture will be stronger among the four culture types 
according to some researches such as Ogunlana and Novana (2005). In this 
study, culture profiles for those development companies will be studied to see if 
there is a dominant culture for each classification. 
 
Before looking into different classifications, the overall culture profiles of each 
company will be discussed first. It will be observed if there is a stronger type of 
culture from all those respondents. After, companies were classified into two 
groups for further investigations.  
 
The first investigation is about the duration of company existence. It is believed 
that companies with a longer duration existence always have a different dominant 
culture compared with companies having a shorter duration existence. This is 
because the values established in different period may not be the same due to 
different economic situation and different organisational management approach. 
Thus, in this investigation will see if there is a different dominant culture in 
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development companies established in different period of time. Groups will be 
classified into: a). duration existence of more than or equal to 100 years; b). 
duration existence of less than 100 years. 
 
The second investigation is about the turnover of a company. Somehow, turnover 
implies a company is a large corporation dealing with large projects or only just a 
small one. It is arguable that there may be a difference in the dominance of 
organisation culture between the two kinds of company. Therefore, this 
investigation is going to test if there is such a difference. Two groups will be 
classified in terms of the annual turnover of each company into a). annual turnover 
more than HKD 5 billion; B). annual turnover less than HKD 5 billion. The type of 
culture mostly appear in the two groups will be compared and will be tested to see 
if the result is significant. 
 
Test of significance will be used to see whether the considerations will lead to a 
different dominant culture. However, there are different types of significance test. 
They are determined by several factors. 
 
First, number and distribution of population will be considered. If the population is 
too small or is not a normal distribution, certain kinds of significant tests which 
require assumption with normal distribution thus cannot be applied in these cases, 
otherwise, the results could not reflect the real situation. The second 
consideration is the level of measurement. Raw data can be classified into 
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different levels of measurement such as nominal, interval/ ratio etc. and in this 
case, the data is an ordinal one. Such a kind of test will be difficult as well if 
different types of data are used for analysis. 
 
Moreover, samples which are independent will need to have a different test than 
the samples which are dependent with each other. Each test should be carried out 
under specific circumstances. The table 6 shows a brief summary on the 
appropriate test for significance for more than two independent samples which 
could be applied in different situations based on level of measurement. 
 
Table 6 Tests of significance of more than two independent samples 
Level of measurement Test of significance 
Nominal Chi-square test for independence 
Ordinal Kruskal Wallis H Test 
Interval/ratio ANOVA F-test for the equality of means 
Source: Argyrous (2000) Statistics for social and health research: with a guide to 
SPSS 
 
According to Argyrous (2000), independent samples are regarded as those where 
the criteria for selecting the cases that make up one sample do not affect the 
criteria for selecting cases that make up the other samples while dependent 
samples are those where the criteria for selecting the cases that make up one 
sample affect the criteria for selecting cases that make up the other sample.  
Therefore, the tested samples in this case are independent to each other because 
the samples selected do not affect each other. 
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The type of significant test used in this part will be discussed in the next chapter 
as one consideration for using the test depends on the number of respondents 
and this will be illustrated in the next chapter as well. 
 
5.6.2 Analysis II: Influential of organisational culture to corporate 
sustainability 
In the literature review of previous chapter, the author has discussed that there 
should be a relationship between the four types of organisational culture and the 
attainment level of corporate sustainability. In this part, analysis will be carried out 
to see if there is also a relationship between the types of organisational culture 
and the corporate sustainability level for the development companies. There will 
be two parts for this analysis. The first part will consider the attainment level of 
corporate sustainability for the responded development companies and the 
second part is going to find out whether a specific type of organisational culture 
will lead to a more sustainable company. 
 
For the first part, levels of corporate sustainability will be calculated based on the 
scoring system developed in the last section. Each development company will 
thereafter have a score for the attainment level of corporate sustainability. The 
score of each company could then be referred back to different stages of 
corporate sustainability. After that, discussion will be carried out to have a 
comprehensive understanding on the corporate sustainability of Hong Kong 
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development companies. 
 
The second part will test the relationship between the corporate sustainability 
attainment level and the organisational cultures of the respondents. The mean 
corporate sustainability scores in each dominant culture is calculated to see 
whether there is a significant difference in a specific culture with a higher 
sustainability level. Significance will be tested similarly to the analysis mentioned 
before. 
 
Moreover, test of association will be used to see if there is any correlation 
between them. According to Argyrous (2000), measures of association indicate, in 
quantitative terms, the extent to which a change in the value of one variable is 
related to a change in the value of the other variable. This helps to describe the 
data that the respondents have replied, rather than just replying on a visual 
impression for their scales or the ratio. This can help the researcher to make up a 
clearer mind to look in the collected data in a more qualitative way. 
 
Similar to the test of significance, there are some assumptions for the test of 
association. Appropriate test of association should be used in different 
circumstances with different kinds of data, different types of data distribution or 
even the number of answered set. There are always a large number of methods to 
choose from, with its own peculiarities and limitations which may lead to different 
results. Table 7 summarises different methods to test for association under 
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different circumstances. 
 
Table 7 Measures of association 
 
Source: Argyrous (2000) Statistics for social and health research: with a guide to 
SPSS 
 
The level of measurement will be used to see which kind of test should be carried 
out. In this case, since the data from both OCAI and the corporate sustainability 
balanced scorecard is ordinal one, tests such as Sommers’ d etc. could be used. 
However, one more point to be noted is that the distribution and the total number 
of the data set collected will also affect the type of test to be carried out. Thus, this 
will be further explained in the next chapter analysis section. 
 
In order to have a deeper understanding on the relationship between corporate 
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sustainability attainment level and the organisational culture profile, test of 
association between stage of corporate sustainability and the culture types will be 
carried out. Moreover, when looking at the linkage between corporate 
sustainability and organisational culture, different dimensions of organisational 
culture are also tested. As a result, the best culture type of a specific culture 
dimension could be generated to facilitate the implementation of corporate 
sustainability. 
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5.7 Research Model 
Started by identifying research questions and aims, methodology and tools to 
achieve these aims are identified. Figure 16 summarise the methodology and 
methods as a research model to be used in this study. 
Figure 16 Summary of the Research Model 
 
Source: Author
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Chapter 6 Content Analysis: Overview of Sustainability Practice of 
Development Companies in Hong Kong 
Implementation of sustainability practice in Hong Kong development industry is 
still in a very early stage when compared with many international companies. 
Quote for an example, corporate sustainability reporting has developed as an 
emerging tool for sustainable business management among international 
companies. One would say sustainability reports have become a minimum 
international standard. However, none of these reporting activities appears to be 
popular among Hong Kong developers. In 2001, MTR Corporation has made a 
significant step toward sustainability. The corporation has prepared the first 
individual sustainability report in Hong Kong based on the GRI reporting 
guidelines. Following in 2003, Swire Properties has also drafted its Environmental 
Health and Safety (EHS) Report reporting non-financial data of the company. In 
the year 2006, Hysan Development Company has started to report on 
non-financial matters by means of a social responsibility report. As one may see, 
although the industry has started the reporting activities relatively lately when 
compared to international property companies, they try to catch up and meet 
international standards regarding sustainability in the recent years. 
 
In the following sections, sustainability practices of Hong Kong development 
industry are investigated focusing on ten developers with different age, size and 
style of business: 
- Mass Transit Railway Corporation Limited 
- Swire Properties Limited 
- Sun Hung Kai Properties Limited 
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- Sino Group 
- Hysan Development Company Limited 
- Hang Lung Properties Limited 
- Henderson Land Development Company Limited 
- HongKong Land Company Limited 
- Asia Standard International Group Limited 
- Wheelock Properties Limited 
 
Based on the resources and information available on the corporate website and 
publications, the corporations’ sustainability practices as well as mindset towards 
sustainability are revealed. A couple of years of annual reports and sustainability 
reports (if any) are studied so as to trace the footsteps of these companies 
towards sustainability. Due to lack of specific data and information, this chapter 
does not aim to produce a comprehensive sustainability report on each company 
but an overview of the Hong Kong development industry. The ten developers 
named above are composed of different sizes, turnover and types so as to 
achieve the aim. In the following sections, a brief introduction will be given to each 
corporation and the sustainability-related issues of each company will be revealed. 
Based on this information, each company will be characterised by different stages 
of sustainability proposed by Dunphy et al. (2007) in the observation section of 
each company. Figure 17 has shown a sustainability change matrix of different 
stages regarding ecological and human sustainability of a company. 
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Figure 17: The sustainability change matrix 
 
Source: Author, based on Dunphy, D. Griffiths, A. and Benn, S. (2007) 
Organisational Change for Corporate Sustainability. A guide for leaders and 
change agents of the future 
 
Each company’s strategies and operations are reviewed and observations are 
concluded by means of this matrix. Therefore a trend of past to recent 
sustainability strategies and performance can be observed when looking into 
different time line of the corporation. The top-left quadrant represents the 
unsustainable corporation. The top-right quadrant represents the ecologically 
concerned corporation. The lower-left quadrant represents the people-concerned 
corporation. Finally the lower-right quadrant represents the sustainable 
corporation. 
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6.1 Mass Transit Railway Corporation (MTRC) Limited  
6.1.1 Introduction to MTRC 
The MTR Corporation was established in 1975 as the Mass Transit Railway 
Corporation with a sole shareholder was the Hong Kong Government. The 
Company was re-established as the MTR Corporation Limited in June 2000 after 
the Hong Kong Special Administrative Region Government sold 23% of its issued 
share capital to private investors in an Initial Public Offering. MTR Corporation 
shares were listed on the Stock Exchange of Hong Kong on 5 October 2000. 
 
The Corporation marked another major milestone on 2 December 2007 when the 
operations of the other Government-owned rail operator, the Kowloon-Canton 
Railway Corporation, were merged into the MTR, heralding a new era in the Hong 
Kong railway development. 
 
Today, MTR Corporation is involved in a wide range of business activities in 
addition to its railway operations. These include the development of residential 
and commercial projects, property leasing, and revenue from advertising, 
telecommunication services and international consultancy services. 
6.1.2 MTRC’s Vision and Mission 
Vision: 
- To be a world class enterprise, growing in Hong Kong and beyond, focusing on 
rail, property and related businesses 
   - 131 - 
 
Mission:  
- Provide excellent value to MTR’s customers, enhancing their quality of life, and 
contributing to development of the communities in which MTR operate 
- Provide opportunities for employees to grow and prosper with the Company 
and reward MTR’s investors 
- Develop the rail network as the backbone of public transport in Hong Kong 
 
6.1.3 MTRC’s Operation 
Through the successful rail and property development business model, the MTR 
Corporation forms joint ventures with property developers to plan and create fully 
integrated commercial and residential communities along the railway alignment. 
Other than rail operation, urban planning, design and joint-venture development; 
managing retail and commercial properties are some of MTR’s principal activities. 
Property developments are built around stations, giving residents convenient 
access to public transport. This, in turn, stimulates patronage and enhances land 
values.  
 
Today, the Corporation has completed property complexes at 25 MTR stations, 
generating some 65,240 housing units and 1,400,690 square metres of 
commercial space. Projects of note including the 88-storey Two IFC situated in 
the central business district on Hong Kong Island. 
 
Office buildings aside, the Corporation also owns and manages a number of 
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quality retail complexes throughout Hong Kong. The newest addition to its 
portfolio of shopping centre is Elements. Opened in October 2007, the 74,000 
square metre Phase 1 luxury shopping space above Kowloon Station is the 
Corporation’s flagship lifestyle shopping destination.  
 
Through the day-to-day management of some 61,997 residential units, seven 
major shopping centres and five office buildings (665,121 square metres of 
commercial and office space), the Corporation is one of the largest estate 
managers in Hong Kong. 
 
Projects under development include properties in Tung Chung, Tsing Yi, Tseung 
Kwan O and Tiu Keng Leng, as well as along West Rail, East Rail and Ma On 
Shan Lines in the New Territories. 
 
6.1.4 MTRC’s Sustainable Development Strategy 
MTR view sustainability as the guiding principle on how it develops and manages 
business, grows with people, partners with contractors and suppliers and engages 
with stakeholders. It encapsulates the dynamics that drive the business culture as 
an energetic, thriving and responsible corporate citizen. 
 
With the establishment of Sustainability and Corporate Social Responsibility 
Steering Committee, Dr. Glenn Frommer, the Sustainability Development 
Manager states in the 2006 sustainability report of MTRC Convergence that: 
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“Within our Property Division, in applying the interests of the end user to planning, 
we enhance scheme design to suit community needs where opportunity arises.” 
 
Corporate Culture 
MTRC has an established and well-governed corporate management structure. 
However, when translating policy to workplace practice, the corporation is only as 
effective as the understanding and application of management processes by the 
individual employee.  
 
As the foundation of service delivery, MTRC work under the corporate culture 
expressed in the roadmap of community, process, strategy and people shaped by 
its vision, mission and values promotes the ethos of being a learning organisation 
and encourages the innovative, enterprising and solutions-seeking mindset at the 
workplace. From this culture, MTRC’s corporate policies and management 
systems come to life at the front line. 
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Corporate Social Responsibility Guideline 
Through socially responsible behaviour, MTRC aims to be a competitive and 
profitable enterprise able to make a long-term contribution to sustainable 
development by generating economic growth and providing jobs and careers, 
while supporting the social and environmental needs of the society, locally and 
internationally. 
 
Risk Management 
The Enterprise Risk Management (ERM) system, functional from early 2006, 
significantly improves MTRC’s business risk assessment and related 
management processes. The purpose behind the ERM is to provide the 
systematic treatment of risk across the organisation, give a wide visibility on risk 
so that internal stakeholders grasp how risks impact the whole of the organisation, 
and build a common risk management culture. 
The ERM manual instructs on the methodology and processes for identification, 
assessment and mitigation of risk. As such, the risk process extends responsibility 
to the line manager as an individual risk owner. He or she, in turn, reports to the 
risk register manager who takes ownership of a particular risk register attached to 
a project or business function/unit in which they all are participants. Guided by the 
Enterprise Risk Committee, significant risks are filtered upward via the 
prioritisation process and ranked within the structured risk matrix, where they are 
actively managed. The Selected Priority Business Risks identify a portion of the 
current priority risks within the context of sustainable best practice categorised 
under social and environmental performance. 
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The application of the ERM on a corporate-wide basis and to key operational 
functions is a contributing factor in the establishment of effective captive insurance 
for MTRC’s operations. The ERM also helps satisfy the insurance market that the 
Corporation is a leading practitioner of safety-related systems. Enacting this risk 
strategy translates to marked changes in levels of insurance cover and its costs. 
 
Systems and Processes 
Performance is the outcome of the interaction between the decisions taken in the 
management of business risk and of stakeholder engagement. The 
decision-making processes for these two strategies follow specified procedures 
for the identification and prioritisation of those areas that are material and 
inclusive to the sustainability business case. For risk management, MTRC operate 
in a clearly delineated decision environment. Through the ERM process, 
management identifies, prioritises, mitigates, monitors and reports on the impact 
and efficacy of the management of risk. The process ranks risk at various critical 
levels and assigns responsibility either at the corporate or divisional level for 
mitigation or control. The risk rankings cascade down in importance according to 
their potential impact on delivery of business strategy.  
Stakeholder engagement works under a system that reflects not only self-interests 
of individual stakeholder groups, but also their perceptions of value. These 
interests and perceptions change over time, as does the importance of individual 
stakeholder groups themselves, thus introducing multi-dimensional factors to 
traditional management processes. A more flexible system has and continues to 
evolve that assesses the expectations (both interests and perceptions), identifies 
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the strategy gaps and formulates the influential actions and skills to close the gaps. 
The purpose is to capture the process inputs and track change in a measurable 
universe that feeds into sustainable competitive advantage. 
 
Sustainable Development by Design 
MTRC view sustainable development as a journey of continuous improvement in 
best practice. The guidelines for structuring a maturity matrix as outlined in 
BS8900:2006 published by the BSi Group give us the opportunity to render 
MTRC’s performance and related management strategy into an annualised 
snapshot. Figure 18 shows the MTRC’s maturity matrix from 2001-2006. In 
translating management processes (business risk management and stakeholder 
engagement) into the principles of sustainability as outlined in the sample maturity 
matrix of the Standard, MTRC are able to assign quantities and map our progress 
over time. This exercise also acts to validate MTRC’s business case against the 
accepted universal principles that drive sustainable development.  
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Figure 18: MTRC Maturity Matrix (2001-2006) 
 
Source: MTRC corporate website 
6.1.5 MTRC’s People: Community, Employees and Contractors 
Sustainability drives MTRC’s business culture through work practices that: 
- Develop and build environments that create quality living and working 
communities in Hong Kong 
- Provide employees with a safe, healthy and caring work environment 
- Sustain environmental, health and safety standards in relationships with 
suppliers, contractors and business partners 
- Maintain ongoing stakeholder communications and build relations that seek to 
achieve common objectives 
- Pursue a business model that promotes long term economic and financial 
viability for MTRC 
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A leadership programme called the leadership pipeline was initiated by the MTRC 
in 2006. The leadership pipeline was launched under the People Development 
Department to address specifically the Corporation’s long-term manpower and 
succession needs. The strategy behind the Pipeline is driven by a set of unique 
strengths, among them an integrated approach that aligns closely with MTR’s 
business strategy and the long-term sustainability of the organisation. As a result, 
the long-term sustainability of the corporation can be succeeded by the executive 
director level commitment to sustainability implementation.  
 
6.1.6 MTRC’s Environment: Environmental Management and Climate Change 
Policy 
MTRC also employs an ISO 14001-certified Environmental management system 
(EMS). ISO 14001 is a voluntary, auditable system standard (and not a 
performance standard) for environmental management and is part of the 
international ISO 14000 series for environmental management standards. ISO 
14001 provides a framework for environmental performance improvement, control 
and regulatory compliance as well as a means of demonstrating commitment to 
customers and stakeholders, support for environmental protection and pollution 
prevention in balance with socio -economic needs. 
 
In December 2006 the corporation issued its Climate Change Policy. The aim of 
the policy is to work towards a positive impact on the global environment and it is 
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intended to apply consistently across MTR’s business and in the diverse markets 
in which MTR operate. By adopting this policy MTR is committed to adapting and 
mitigating risks presented by climate change by becoming one of the most 
resource-efficient and ecologically sustainable railways and property-service 
providers in the world. The Corporation reduce their direct carbon emissions in a 
targeted and continuous fashion and actively influence its energy providers to 
address the climate-change issue.  
 
In the planning and development of the properties it tendered, the corporation 
plays a leading role in applying environmental best practice through the master 
planning schemes that leverage eco-design and social integration into a 
community level development vision. MTR’s strategy of the “property through 
train” gives it the ability to assert best practice thought out the lifecycle of the 
property. As of 2006, for all property development tenders, the MTR has adopted 
mandatory certification by the HK-BEAM (Hong Kong Building Environmental 
Assessment Method).  
 
6.1.7 Case Study: Development at Tseung Kwan O Area 86 
In view of the surplus school provision at Tseung Kwan O Area 86, MTR has 
recently modified the master plan to provide more open spaces for enjoyment by 
the residents and further increase the space between residential towers. In this 
planned township of 58,000 people, it has also implemented a comprehensive 
walkway system throughout the entire community to segregate effectively 
vehicular traffic from pedestrians. Walkways are planned to follow desired lines 
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and changing of levels is minimized to facilitate pedestrian circulation, in addition 
to accommodate strollers, wheelchair and other walking aids. 
 
The Corporation also employs several innovative measures such as a grey-water 
recycling system to improve environmental stewardship of the project. At the 
city-wide level, the corporation actively contributes to Hong Kong’s sustainable 
town planning by participating in feasibility studies and sitting on a number of 
steering groups of various government planning studies. 
 
6.1.8 Trends of MTRC’s sustainable development 
While in 2000 the Corporation is only reporting environmental performance based 
on an individual environmental report, it started to employ GRI reporting 
guidelines to state all sustainability-related issues in 2001. In the 2001 
sustainability report, one can see that the corporation is still in a preliminary stage 
to sustainability when compared to the 2006 sustainability report. For example: 
- the corporation has achieve certification to ISO 14001 in environmental 
management in 2002 
- the corporation has employed the Green Procurement policy and targets to 
new development projects in 2002 
- Retained listing in FTSE4Good, May 2006, and Dow Jones Sustainability 
Index (DJSI), September 2006 
- Sunny Bay Station on Disneyland Resort Line honoured with Green Building 
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Award in Hong Kong, organized by Professional Green Building Council, June 
2006 
- The public health programme for application of NSTDC, a nano-technology for 
flu prevention, is applied to public area within the MTR network, October 2006 
- Led the first UITP Conference on Sustainable Development in Bilbao, Spain, 
October 2006 
- The Corporation’s official Climate Change Policy is adopted, December 2006 
 
Therefore, to conclude the trends of sustainability development in MTRC, figure 
19 shows the different sustainability stages MTRC achieved in different time line. 
Point to note is that the square boxes do not represent the exact positions but a 
rough idea on how MTRC is doing during these years. As one may observe, 
MTRC is actually emerging from an ecological concern corporation towards a 
sustainable corporation since 2000. 
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Figure 19: Sustainability change matrix of MTRC (2000-2006) 
 
Source: Author 
 
6.1.9 Observations 
To summarise, the MTRC has shown a great attitude towards sustainability. With 
the support of the mindset of senior management personnel, MTRC has 
appointed a sustainability development manager to deal with the corporation’s 
sustainability issues. Corporate culture is also developed to suit and promote 
sustainability within the corporation. Having retained listing in the FTSE4GOOD 
and Dow Jones Sustainability Index, a sustainability report is prepared to disclose 
non-financial data to the public. To promote sustainability to other corporations, 
MTRC has led the first UITP Conference on Sustainable Development in Bilbao, 
Spain in October 2006. 
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For the human sustainability dimension, MTRC has paid a great attention to its 
stakeholder in the business: the community, employees and contractors. A public 
health programme with nanotechnology applied to all the public area of the MTR 
networks has been launched for flu prevention in October 2006. Employees, 
suppliers and contractors are maintained with a good safety and health standard 
as well as environmental competence. A leadership pipeline programme has also 
been developed to ensure the long-term sustainability of the corporation. 
 
For the ecological sustainability dimension, MTRC has employed an 
environmental management system certified by ISO 14001 to ensure 
environmental performance improvement, control and regulatory compliance. The 
MTRC also demonstrated commitment to customers and stakeholders, support for 
environmental protection and pollution prevention in balance with socio-economic 
needs. 
 
In December 2006 the corporation issued its Climate Change Policy. The aim of 
the policy is to work towards a positive impact on the global environment and it is 
intended to apply consistently across MTR’s business and in the diverse markets 
in which MTR operate. The Corporation reduce their direct carbon emissions in a 
targeted and continuous fashion and actively influence its energy providers to 
address the climate-change issue. In the planning and development of the 
properties it tendered, the corporation plays a leading role in applying 
environmental best practice through the master planning schemes that leverage 
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eco-design and social integration into a community level development vision. As 
of 2006, for all property development tenders, the MTR has adopted mandatory 
certification by the HK-BEAM (Hong Kong Building Environmental Assessment 
Method). 
 
From all these activities and a case study of MTRC’s recent development 
mentioned in last section, a brief idea on how much the MTRC has devoted to 
corporate sustainability. Although MTRC may not have a holistic thinking towards 
sustainability, one may conclude that the MTR has been moving as the head of 
the industry towards sustainability. 
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6.2 Swire Properties 
6.2.1 Introduction to Swire Properties 
Incorporated in 1972, Swire Properties is a leading developer in Hong Kong, with 
extensive experience in the development and management of major commercial 
and residential properties.  
 
Swire Properties is a wholly owned subsidiary of Swire Pacific Limited, a Hong 
Kong listed company within the Swire Group, whose roots go back to the 
establishment of the Taikoo Sugar Refinery in Quarry Bay in the 1880s. This was 
followed by the construction of the Taikoo Dockyard on adjacent land in the early 
1900s. These land holdings formed the basis of Swire Properties' initial 
development activities in the early 1970s.  
 
6.2.2 Swire Properties’ Objective 
Swire Properties is committed to adhering to the highest standards of 
professionalism, accountability and transparency in Swire’s business practices; to 
providing quality products and services to its customers, while offering satisfactory 
and sustainable returns to its shareholders 
 
6.2.3 Swire Properties’ Operations 
Swire Properties' investment portfolio in Hong Kong principally comprises office 
and retail premises in prime locations, as well as serviced apartments and other 
luxury residential accommodation. The Company's investment portfolio totals 
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around 13.3 million sq ft (1.24 million sq m) of gross floor area, with Island East, 
Pacific Place and Festival Walk as its core holdings, reflecting its strength in 
building communities. 
 
Upon completion of the current developments, the Company will have a 
high-grade property portfolio of over 22 million sq ft (2.1 million sq m). 
Swire Properties has an excellent track record in property trading. Commencing 
with the landmark Taikoo Shing, completed in 1986, over 30,000 residential 
apartments in key locations have been sold to date.  
 
6.2.4 Swire Properties’ Sustainable Development Strategy 
In Swire Properties, 'Social Responsibility' is one of its corporate values, ensuring 
that at all times the company respects the environment it shares with others.   
The Company is committed to ensuring that environmental considerations are an 
integral part of decision-making, management and culture. Environmentally 
responsible measures and initiatives will enhance the quality of life of the 
community in which the new developments are undertaken. 
 
Swire Properties was the first property development and management company 
to employ a designated Environmental Affairs Manager. The Company has an 
Environmental, Health & Safety Steering Committee made up of representatives 
from various departments, to develop initiatives and to communicate the 
environmental policies of Swire Group and Swire Properties. The Company has 
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also published an Environment, Health and Safety (EHS) Report to disclose Swire 
Properties’ environmental as well as health and safety performance. 
 
The Company is one of the founding members of the Steering Committee 
overseeing development of the Hong Kong Building Environmental Assessment 
Method (HK-BEAM) scheme. HK-BEAM is a voluntary scheme that sets criteria 
for good environmental performance in buildings; performance that is recognised 
through an independently issued certificate. It defines good practice criteria for a 
range of environmental issues relating to the design, operation, maintenance and 
management of buildings. HK-BEAM is an initiative by the Real Estate Developers 
Association (REDA). 
 
6.2.5 Swire Properties’ People: Engaging with Stakeholders 
There is always a limit to how much an individual or a company can do. Swire 
Properties believes that by working hand-in-hand with its stakeholders and 
business partners, more opportunities can be opened up to improve the 
environment. 
 
Swire Properties’ Employees 
Swire Properties relies on its staff to promote vision and values to all of its 
stakeholders. As an employer, Swire therefore have a key responsibility to provide 
its staff with continuous opportunities for awareness training and capacity building. 
In view of this, it organises various kinds of programmes to engage with and raise 
the awareness of its staff. 
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Swire Properties’ Community 
Radiating Swire Properties’ cares to the society, in 2006 the Community 
Ambassador of Swire Properties’ jointly commenced a Green Ambassador 
Programme with Hong Kong Children & Youth Services. 
 
This six-month programme aimed to reinforce the sense of belonging of 
disadvantaged children aged eight to 16, boosting their self-confidence and 
environmental awareness. The ultimate goals were to inspire the next generation 
of Green Ambassadors, and in doing so to display and spread the message of 
environmental awareness and respect. 
 
Swire Properties’ Clients 
As a responsible property management service provider, the safety and comfort of 
its clients and customers is paramount. 
 
Swire Properties continuously strives to identify measures to enhance its property 
management services, including best practices relating to energy management, 
waste management and indoor air quality. It also endeavours to introduce the best 
environmental practices to clients. In 2006, Swire Properties convinced the 
owners of Island Place Tower to convert their chiller plant from air-cooled to 
water-cooled. The project is estimated to be able to reduce annual energy 
consumption and CO2 emission by 1.5 million kWh and 1,063 tonnes respectively. 
Swire Properties will continue to explore more opportunities in this direction. 
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Swire Properties’ Business Partners 
Swire Properties’ EHS programmes cannot succeed without the full support of its 
business partners. One such initiative Swire implemented in 2006, under the 
partnership programme, was regular visits to our downstream service providers. It 
is its intention that through these visits, visions and targets on EHS can be better 
communicated, and experience can be shared, so that environmental 
performance is assured in their services. 
 
Swire Properties will also promote green initiatives to other Swire Pacific group 
companies. It has invited its sister companies, including Cathay Pacific Airways 
and Swire Coca Cola, to replicate the successful lighting recovery programme to 
recycle mercury and other materials. 
 
Sharing with the Industry 
Separately, Swire Properties also enjoyed the opportunity to share experience in 
environmental practices with government bodies, contractors, scholars and 
professionals through various channels during the year. These included, for 
example, ASHRAE Night 2006 and publications in journals, seminars and 
conferences. 
 
Health and Safety 
Good standards of health and safety are essential to the success of the 
company’s business.  Swire Properties recognise the responsibility to protect its 
employees, contractors and clients from hazards and personal injury while 
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engaging in its business activities.  Its commitment to stakeholder health and 
safety is displayed in the effective implementation of management systems that 
emphasise continual training and increased safety awareness. 
 
Examples of initiatives that took place include the following measures: 
Independent Safety Audit 
Independent safety audit of its safety management system (SMS) was 
commissioned in 2006 in keeping with the annual practice since 2003.  This 
exercise provides Swire Properties with the ongoing assurance that the safety 
performance remains in line with the local best practice.   
 
Safety at Work 
Preventing injury at work is always Swire Properties’ main safety goal, and work at 
height is a recurrent concern for all property development and management 
businesses.  In this regard, from July 2006 Swire Properties prohibited the use of 
'A-shape' wooden ladders without proper metal hinges in any premises.  The 
company informed all existing contractors of the new arrangement, and issued a 
reminder that all ladders must comply with industrial safety standards. 
 
Staff Awareness 
Swire Properties organised the Second Inter-Departmental Health and Safety 
Quiz Competition for Frontline Workers in September 2006. It aimed to provide 
frontline workers with the incentive to understand more about occupational safety 
and health. 
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6.2.6 Swire Properties’ Environment: Mitigating Climate Change 
Swire Properties has employed numerous policies and measure in dealing with 
environmental issues, these includes 
Design and Construction  
- Continue to apply the design software to eliminate waste during the design and 
construction phase of all Swire Properties’ new buildings where applicable.  
- All new buildings are designed to achieve the highest rating under HK-BEAM 
scheme. 
 
Green Procurement  
- Set up a portal to lay down guidelines for environmental procurement. 
- Provide resources for procurement of environmentally preferred products and 
materials.  
- Implement an EHS Management Plan to control works above HK$200,000 or 
ones with high environmental impacts. 
 
Green House Gas Monitoring Reporting / Energy Management 
- Conduct a 'Best in Class' benchmarking within Swire’s sector on a global basis, 
in response to climate change issue and establish plans to become 'Best in 
Class'. 
- Maintain Swire Properties’ Green House Gas (GHG) emissions inventory in 
accordance with the international GHG Protocol, and be part of a group-wide 
initiative to disclose Swire Properties’ carbon footprint in Carbon Disclosure 
Project.  
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- Explore opportunities to increase planting areas in selected properties, and to 
include potential areas such as rooftops, outdoor sites, etc. 
- Specify all CO2 used in CO2 type fire extinguishers to be reused during 
servicing. 
- Improve air-conditioning's air distribution performance with the aim to enhance 
thermal comfort at a higher indoor temperature. 
 
Action Blue Sky 
- Actively participate in Clean Air Charter's initiatives. 
- Control Volatile Organic Compounds emissions via choice of consumer 
products such as paints, cleansing agents, adhesive and floor polish. 
 
Waste Management 
- Continue exploring waste reduction initiatives through the use of new 
technology and recycling initiatives.  
- Make reference to European Union directive to properly treat electronic waste 
within the company, and extend the practices to Swire’s tenants in commercial/ 
retail premises and residents in residential buildings. 
- Establish a Green Exchange portal to facilitate reusing and recycling amongst 
Swire’s colleagues. 
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Promoting Environmental Awareness 
- Organise environmental programmes amongst staff and, if applicable, extend 
the initiatives to Swire’s commercial portfolios to deliver environmental 
messages to Swire’s stakeholders. 
- Continue the Green Ambassador Programme to educate children on general 
environmental messages and environmentally friendly practices in their daily 
life. 
 
Sustainable Habour Planning 
Swire Properties has for many years adopted a positive, proactive approach in 
supporting sustainable urban planning. This is an integral part of Swire Properties’ 
fundamental philosophy and culture under the principle of social and community 
responsibility 
 
6.2.7 Trends of Swire’s sustainable development 
- In 1993, Swire appointed a Fire and Safety Manager to be responsible for 
occupational health and safety matters for offices and properties. 
- In 1994, One Pacific Place is recognised for its energy efficiency by the Energy 
efficient Building award Scheme administered by the Energy Efficiency 
Advisory Committee of the Hong Kong Government. 
- In 1995, the Swire Properties Environmental Committee was established 
- In 1996, Swire initiated the HK-BEAM for new office buildings with other 
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property developers and the Real Estate Developers Association. 
- In 1998, Swire conducted a company-wide environmental performance audit 
that included energy audits at various commercial complex and facilities.  
- In 1998, Swire is the first property developer to employ a full time, designated 
Environmental Affairs Manager. 
- In 1999, Swire adopt the ‘Pay-for-Safety’ Scheme into contracts 
- In 2000, Swire published the Swire Properties Environmental Policy and the 
first set of Tenant’s environmental Guidelines for shopping malls and offices 
- In 2001, it incorporated environmental requirements in the design guidelines 
for all new developments. Main contractors on Swire Properties’ developments 
required to prepare Environmental Management Plans, Waste Management 
Plans and undertake environmental monitoring and auditing. 
- In 2002, the company sets out its operating principles including its approach to 
corporate social responsibility and EHS management. 
- The company published the first EHS Progress Report in 2003. 
- In 2003, the Swire Properties published the Health and Safety Policy and 
implemented a Safety Management System. 
- In 2004, the company started its sustainable Metropolitan Planning Campaign 
which includes the sustainable harbour planning in Southeast Kowloon.  
 
To conclude the trends of sustainability development in Swire Properties, figure 20 
shows the different sustainability stages achieved in different time line. A point to 
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note is that the square boxes do not represent the exact positions but a rough 
idea on how Swire is doing during these years. One could see that Swire 
Properties has been developing in environmental sustainability from the early 
1990s by the emerging of different environmental strategies and operations, and 
started to incorporate the concern to human sustainability during the 2000s. In 
early 1990s, the corporation is only an unsustainable corporation and emerge to a 
ecological concern corporation in late 1900s. In the 2000s, the corporation starts 
to incorporate human sustainability and starts its pathway towards an sustainable 
corporation. 
 
Figure 20: Sustainability change matrix of Swire Properties (1993-2006) 
 
Source: Author 
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6.2.8 Observations 
In Summary, Swire Properties has taken up various measures in sustainable 
development. As the first property development and management company to 
assign a designated Environmental affair Manager, the company also established 
a Environmental, Health and Safety Steering Committee to develop initiatives and 
to communicate the environmental policies of Swire Group and Swire Properties. 
An Environmental Health and Safety Report has been published in the corporate 
website to disclose non-financial data to the public. The company is also one of 
the founding members of the steering committee of the Hong Kong Building 
Environmental Assessment Method. 
For the human sustainability of Swire Properties, the company engages with all its 
stakeholders to achieve human sustainability. Swire Properties relies on its staff to 
promote vision and values to all of its stakeholders. As an employer, Swire 
therefore has the key responsibility to provide its staff with continuous 
opportunities for awareness training and capacity building. In view of this, it 
organises various kinds of programmes to engage with and raise the awareness 
of its staff. Radiating Swire Properties’ cares to the society, in 2006 the 
Community Ambassador of Swire Properties’ jointly commenced a Green 
Ambassador Programme with Hong Kong Children & Youth Services.  
 
Along with the activities mentioned, Swire Properties also stresses the importance 
of health and safety measures to all its stakeholders. Swire Properties recognise 
the responsibility to protect its employees, contractors and clients from hazards 
and personal injury while engaging in its business activities.  Its commitment to 
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stakeholder health and safety is displayed in the effective implementation of 
management systems that emphasise continual training and increased safety 
awareness. 
 
Examples of initiatives that took place include the following measures:  
- Independent safety audit of its safety management system (SMS) was 
commissioned to ensure that the safety performance remains in line with the 
local best practice.  
- Preventing injury at work and work at height 
- Organising the Second Inter-Departmental Health and Safety Quiz 
Competition for Frontline Workers in September 2006 
 
For the ecological sustainability of Swire Properties, the company has employed 
numerous strategies and measures to ensure environmental protection. Such 
environmental strategies include Design and Construction, Green Procurement, 
Green House Gas Monitoring and Reporting, Energy Management, Action Blue 
Sky, Waste Management, Promoting Environmental Awareness and Sustainable 
Habour Planning. With all these measures and management systems, the 
environmental impact would be minimised. 
 
From all these strategies and mindset towards sustainability, Swire Properties has 
moved a large step forward since 2003. The company also published an individual 
annual EHS report since 2003 to disclose non-financial data to stakeholders. 
However, one could see Swire Properties has been paying a much greater 
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attention and effort on environmental protection rather than that on stakeholders. 
This make Swire Properties become less sustainable in terms of human 
sustainability.  
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6.3 Sun Hung Kai Properties 
6.3.1 Introduction to SHKP 
Sun Hung Kai Properties (SHKP) was publicly listed in 1972 and is now one of the 
largest property companies in Hong Kong. It specializes in premium-quality 
residential and commercial projects for sale and investment. The Group employs 
more than 27,000 people. It has in-house expertise in land acquisition, 
architecture, construction, engineering and property management that allow it to 
maintain stringent cost controls, while still adhering to the highest standards of 
quality.  
 
6.3.2 SHKP’s Corporate Value 
- Quality, speed, efficiency 
- Customer first  
- Continuous improvement  
- Teamwork 
 
6.3.3 SHKP’s Operations 
SHKP 's core business is the development of property for sale and investment. It 
also has complementary operations in the following property related fields: 
• Hotels  
• Financial services  
• Insurance  
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• Property management  
 
SHKP also has investments in:  
• Telecommunications  
• Information technology  
• Transportation, infrastructure and logistics  
These are low risk investments, which provide growing recurrent income over the 
long term. 
 
SHKP is one of Hong Kong's largest landowners, with a land bank of 43.3 million 
square feet, including:  
• 18.1 million square feet under development,  
• 25.2 million square feet of completed investment property,  
• Over 23 million square feet of agricultural land in the New Territories, most 
of which is in the process of land use conversion, principally for residential 
development.  
The well-diversified investment property portfolio also helps to generate gross 
rental income of HK$7,216 million in the 2006/07 financial year. 
 
6.3.4 SHKP’s Sustainable Development Strategy 
SHKP is acutely aware of the need for all members of the community to protect 
the environment and conserve natural resources. Besides incorporating 
environmental concepts in the planning and construction of developments, 
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SHKP's member property management companies Hong Yip and Kai Shing also 
follow green practices in the estates they administer.  
 
Besides, the core idea of SHKP: 'Building Homes with Heart', extends to the 
community at large. As a good corporate citizen, SHKP provides continuous 
support for various community and charitable causes, and sponsors initiatives to 
promote reading and raise public awareness of mental health, for the benefit of 
society. 
 
6.3.5 SHKP’s People: Care for the community 
SHKP promotes human sustainability in the following aspects, e.g.: 
Community 
- Worked with The Chinese University of Hong Kong's Department of Social 
Work and ELCHK Tin Shui Wai Integrated Youth Service Centre to get local 
grass-root residents to become family ambassadors to reach out neighbours 
and encourage needy families to seek help from social agencies.  
- Formed the SHKP Mental Health Alliance in association with The Chinese 
University of Hong Kong. The Alliance focuses on four areas: public education, 
prevention and treatment, research and experimental study and professional 
training, to enhance public awareness and understanding of mental health and 
improve the prevention of mental disorders.  
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Knowledge & Culture 
- Collaborated with The Chinese University of Hong Kong to stage public 
lectures by visiting Nobel laureates, offering Hong Kong people the chance to 
learn from top scholars. 
- The SHKP-Kwoks' Foundation donates HK$62.5 million to the National Ballet 
of China, RMB $27 million to restore West Huang Temple, and RMB16.3 
million to the Academy of Chinese Culture to promote cultural exchanges 
among the mainland, Hong Kong, Macau and Taiwan. The Foundation also set 
up the SHKP-Kwoks' Foundation Foreign Language Training Centre at the 
Academy to lift foreign language proficiency among mainland civil servants. 
- The SHKP Community Art Cultivation Programme held events like ink painting 
exhibitions at schools and the first SHKP Children's Go Meijin Tournament.  
- Sponsored performances by the National Ballet of China and Chung Ying 
Theatre Company, as well as a Latin-American dance extravaganza. 
 
Education 
- Set up the Sun Yat-sen University Elite Scholarship programme. 
- Donated HK$30 million yuan to set up the Pudong Cultural and Education 
Development Programme to train talented individuals. 
- Donated HK$40 million to the Open University of Hong Kong's phase II 
campus extension though the TS Kwok Foundation. 
- Offers scholarships to MBA students at the Chinese University of Hong Kong. 
- Set up the Northwest New Territories Elite Students Programme. 
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Caring for the needy 
- Supports the Modern Apprenticeship project, offering training for apprentices 
and coaching by experienced SHKP employees.  
- The SHKP Fund for the Elderly established in 1994 provides assistance and 
organizes social gatherings for Hong Kong seniors, with the aid of annual 
contributions from the Group.  
- The SHKP Volunteer Team was established in 2003 and has over 1,200 
members. It encourages staff to undertake community service and offer 
assistance to the needy. The team addresses different needs in the community, 
with dedicated squads for the elderly, children, young people and the disabled. 
- Helped the Haven of Hope Sunnyside School in Tseung Kwan O build the first 
sensory garden in Hong Kong, to give mentally-handicapped students an 
outdoor facility that aids the development of sensory perception. The project 
cost about HK$1 million. 
 
6.3.6 SHKP’s Environment: Minimising Environmental impacts 
SHKP’s Belief  
Sun Hung Kai Properties respects the environment and is committed to 
sustainable development. It adheres stringently to green concepts within the 
organisation to preserve resources for future generations. The belief in 'Building 
Homes with Heart' means building ideal homes and making the world a better 
place for everyone to live. 
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SHKP’s Green Policy  
1. Adopt environmental principles and sustainable development within our 
organisation;  
2. Meet or exceed all applicable legal and environmental standards;  
3. Use environmentally-friendly designs, materials and construction methods, 
and explore innovative green alternatives;  
4. Choose suppliers and sub-contractors that follow environmentally-sound 
practices;  
5. Improve our environmental performance continuously; and  
6. Promote environmental awareness among fellow colleagues, business 
partners and the general public.  
 
Reducing the environmental impact of construction is SHKP’s priority. The Group 
employs a series of measures to ensure effective waste management, sewerage 
discharge and site safety. Millennium City 6 won a 2006 Considerate Contractors 
Site award from the then Environment, Transport and Works Bureau, and the 
Group was awarded a 2007 Eco-Business Prime award. The indoor air quality in 
Sun Hung Kai Centre has been certified as "excellent", and was awarded an 
"Excellent" Indoor Air Quality certificate from the Environmental Protection 
Department. Hong Yip and Kai Shing, two property management companies 
under SHKP, have won numerous awards for their efforts to conserve energy and 
recycle waste in housing estates, malls and offices under their management. The 
following highlights some of the environmental activities taken part by SHKP: 
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- Opened the Ma Wan Park Nature Garden that combines conservation, 
education and arts in a natural setting, and teaches visitors about the 
environment and conservation.  
- New developments are planned with the environment in mind. Architectural 
features make maximum use of natural light to reduce electricity consumption, 
and installations incorporate energy and water saving fixtures and facilities. 
Environmentally-friendly materials and construction techniques are also used, 
and the Group pays special attention to the impact of its projects on 
neighbouring residents.  
- Including green space in properties is an important part of SHKP's planning 
strategies. The in-house landscape architects create fresh designs that 
complement the individual styles of different developments.  
- Projects incorporate environmentally-friendly facilities to ensure optimum use 
of natural resources, and large areas are set aside as substantial landscaped 
green space and planted with a variety of flora.  
- Promote conservation in developments and they are managed to save energy 
and money for residential tenants and commercial occupants. The techniques 
include using energy-saving fluorescent tubes and installing automatic time 
switches in the air-conditioning system to reduce power consumption.  
- A HK$17 million project was undertaken to rebuild and upgrade the Tsing Yi 
Nature Trails. The trails now offer the public a scenic, natural leisure spot away 
from the bustling city.  
- Plant nurseries and organic farm plots in some residential estates.  
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6.3.7 Case Study: Development at Ma Wan – Park Island 
Park Island is a large-scale residential development by SHKP on Ma Wan. It has 
over 3.7 million square feet of gross floor area, containing over 5,000 units in a 
wide range of sizes and types on a 1.4 million-square-foot site. The development 
is a modern, pollution-free estate. It retains its original green setting and is a 
model pollution-free community. SHKP introduced a battery-powered shuttle bus, 
the Olymbus, for Park Island residents, helping to keep the air clean. SHKP also 
spent HK$1 million for an electric residents' shuttle bus at Castello; which is the 
Hong Kong first development to exclude any vehicle except the company bus into 
the region. 
 
6.3.8 Trends of SHKP’s sustainable development 
In terms of sustainable development, some of the previous achievement of SHKP 
can be observed since 1999: 
- In 1999, SHKP wins 1999 Hong Kong Eco-Business Gold Award (Green Office) 
and receive ISO 9002 and ISO 14001 accreditation. 
- In 2001, The Parcville and Villa by the Park in Yuen Long receive “Excellent” 
ratings from the Business Environment Council, under its Hong Kong Building 
Environmental Assessment Method. 
- Millennium City 6 won a 2006 Considerate Contractors Site award from the 
then Environment, Transport and Works Bureau, and the Group was awarded 
a 2007 Eco-Business Prime award.  
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To conclude the trends of sustainability development in SHKP, figure 20 shows the 
different sustainability stages achieved in different time line. A point to note is that 
the square boxes do not represent the exact positions but a rough idea on how 
SHKP is doing during these years. As one may observe, the corporation mainly 
concerns environmental sustainability in the late 1990s and early 2000s as an 
environmental concern corporation. Up to recent years, the corporation has 
started to move towards the quadrant of sustainable corporation. 
 
Figure 20: Sustainability change matrix of SHKP (1999-2006) 
 
Source: Author 
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6.3.9 Observations 
From these sustainability practices employed by SHKP, one could observe that 
SHKP has less motivation in corporate sustainability than MTRC and Swire 
Properties. Firstly, the corporation does not employ any manager or steering 
committee to deal with the sustainability issues. Secondly, the corporation does 
not disclose any non-financial data in a separated sustainability report. From 
these clues one can see that enthusiasm to take up and promote sustainability 
within SHKP is low. However, quite a number of activities of SHKP mentioned in 
above sections have been related to the local communities. A number of 
charitable activities including mental health of the communities, culture and 
knowledge promotion, educational sponsor and volunteer activities, has been 
driven by SHKP, although these are absolutely beneficial to local communities, 
such activities are solely separated from SHKP’s business.  
 
In regard to the environmental aspects, SHKP has also employed different 
measures to reduce waste as well as energy consumption. The company also 
tries to include green design within new development projects. In the case study 
of Park Island, SHKP has also launched a no-vehicle policy within the 
development area, by doing so; SHKP has spent $1million for an electric shuttle 
bus for connection within the area. 
 
To conclude, although SHKP has considered both human and ecological 
sustainability into some of its development projects, the lack of reporting activities 
has led SHKP to be less accountable in terms of sustainability achievement. In 
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order to have better communication with its stakeholder and further improve and 
promote corporate sustainability, SHKP has to consider publishing a separate 
sustainability report and setting up a team concerning sustainability issues of the 
company. 
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6.4 Sino Group 
6.4.1 Introduction to Sino Group 
Sino Group is one of the leading property companies in Hong Kong. Widely 
diversified, the Group comprises private holding companies owned by the Ng 
family, along with three publicly listed companies: 
- Tsim Sha Tsui Properties Limited  
- Sino Land Company Limited  
- Sino Hotels (Holdings) Limited 
 
Sino Group's core business is developing residential, office, industrial and retail 
properties for sale and investment. It is also a major player in hotel investment, as 
well as hotel and club management. 
 
The Sino Group is currently employing more than 9,000 highly motivated 
individuals, dedicated to "Building You a Better Hong Kong." Working hand in 
hand with a professional, highly-dedicated and visionary management team, they 
have earned the Sino Group an international reputation for distinctive 
development projects, stringent quality standards and consistently high levels of 
customer satisfaction. 
 
The Sino Group also has a significant presence in Singapore, where its sister 
company, Far East Organisation, is the island nation's largest private property 
developer. Over the years, Far East has developed over 700 properties in 
Singapore. The company has won international real estate's coveted FIABCI Prix 
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d'Excellence in 1999, 2001, 2002 and 2003. 
Yeo Hiap Seng, another sister company, specializing in the food and beverage 
business in the Asia-Pacific region and has established a profitable bridgehead in 
China's huge beverage market. Yeo Hiap Seng has also diversified into real 
estate development in Singapore and elsewhere. 
 
6.4.2 Sino Group’s Vision and Core Values 
Vision: 
- To make Sino the preferred choice for customers, investors and employees 
Core Values: 
- Staff integrity  
- Customer first  
- Teamwork 
- Continuous improvement  
- Preparedness  
- Sense of urgency  
 
6.4.3 Sino Group’s Operations 
The core business of Sino Group is property development for sale and investment. 
Complementing these business activities, the Group is also engaged in other 
related interests including: 
- building construction  
- property management  
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- car park operations and management  
- cleaning services  
- real estate agency services  
 
The Sino Group is also active in hotel investment, hotel management and club 
management activities. 
 
6.4.4 Sino Group’s Sustainable Development Strategy 
The Group re-affirms its commitment to building quality projects. In keeping with 
its mission to enhance customer satisfaction, the Group will wherever possible 
ensure that attractive design concepts and features, which are also 
environmentally friendly, are integral elements of its developments. Management 
continues to conduct regular reviews of its properties and where necessary makes 
improvements to maintain its reputation for the highest standards of quality and 
service. Delivering high-quality customer service has long been one of the 
Group’s key business objectives. 
 
6.4.5 Sino Group’s People: The Community 
Sino has been keen in supporting the local community. Sino Group wins the 
Corporate Governance Asia Recognition Awards 2007.  Since 2003, Sino Group 
and its two affiliates, Sino Estates Management Ltd (SEML) and Sino Hotels 
(Holdings) Ltd have been awarded the Caring Company Logo by the Hong Kong 
Council of Social Service annually. The Sino Group together with Sino Group of 
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Hotels and Sino Estates Management Limited (SEML) won the 2005 Gold and 
Silver Web Care Awards presented by Internet Professional Association for 
creating barrier-free corporate Websites to serve different communities. It was the 
first time for a developer and a hotel operator in Hong Kong to win the Gold Award 
respectively.  
 
Apart from the community, The Sino Group also takes an industry-leading role in 
providing a wide spectrum of training programmes for our employees throughout 
their career with the Company. It provides modern facilities and equipment as well 
as a comfortable learning environment for employees taking advantage of 
in-house training programmes and seminars.  
 
6.4.6 Sino Group’s Environment: the Green Initiatives 
On the environmental protection side, the Group has collaborated with a number 
of international organisations focusing on promoting environmental protection to 
co-organise activities to inspire public interest in protecting natural resources and 
encourage the concept of green living. 
 
As one of Hong Kong’s major property developers, Sino Group has taken the lead 
in promoting, maintaining and managing a green environment within the 
community. A “Green Committee”, comprised of top management people, has 
been formed to establish environmental policy, formulate and review green 
programmes for Sino’s sites on a monthly basis. The Group also continuously 
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identify and introduce new technologies to enhance energy efficiency. Over 60 
properties managed by Sino have been granted with the “Energy Efficiency 
Registration Scheme” certificates by the Electrical and Mechanical Services 
Department. In 2007, the Group was also recognized by the ISO14001 
accreditation for environmental management. 
 
Twelve Sino properties won thirteen awards in recognition for building design, 
energy conservation, air treatment, waste recycling and more at this year’s Hong 
Kong Eco-Business Awards. Awards won by Sino Estates Management Limited in 
2006 Hong Kong Eco-Business Awards & Wastewi$e Scheme are shown in table 
8. 
Table 8: Awarded properties managed by Sino Group 
Award Property 
Green Property Management Award  Skyline Tower 
(Commercial & Industrial Building) - 
Gold Award 
Hong Kong Pacific Centre 
Green Property Management Award  The Centrium 
(Commercial & Industrial Building) - 
Certificate of Merit 
Sino Plaza 
Futura Plaza 
Green Property Management Award  
(Private Housing) - Certificate of Merit  
Grand Palisades 
Gold Wastewi$e Logo        Empire Centre 
Remington 
Tsim Sha Tsui Centre 
Wastewi$e Logo Scenic Gardens 
Futura Plaza 
Miami Beach Towers 
Westley Square 
Source: Author 
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6.4.7 Case Study: Development at Tsuen Wan – Citywalk 
Sino Group’s Citywalk, Hong Kong’s first ever green shopping mall, is an iconic 
Tsuen Wan landmark located on Yeung Uk Road. After a HK$ 50 million 
investment in green initiatives, this 300,000 sq ft shopping mall presents a Vertical 
Garden the size of a standard tennis court, and a Citywalk Piazza with 
landscaped water features and a hybrid chiller system that improves air quality 
and recycles waste water. The objective of the design is to provide shoppers with 
a fun, natural environment compared with conventional wall-to-wall shopping 
malls. It is the perfect blend of nature and shopping.  
 
The 40,000 sq ft Citywalk Piazza, together with the 8,000 sq ft Vertical Garden, 
increases the green space of the external areas to over 30 percent. Built 50 ft 
above the ground, this remarkable Vertical Garden, the largest of its kind in Hong 
Kong, plays a key role in reducing ambient temperature, providing thermal 
insulation, acoustical control and purifying air. 
 
Citywalk received high credits for most of the categories in the HK-BEAM 
requirement. In particular to Indoor Environmental Quality and Innovation and 
Performance Enhancement that both have exceeded the HK-BEAM Society 
requirements, hence receiving three extra bonus points. Here is some of the 
highlight of green initiatives employed in the project: 
1. The 40,000 sq ft open piazza with landscaped water features provides 
ample space for leisure, and enhances shopper comfort with increased 
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shade and noise absorption. It also creates a micro-climate to improve the 
air movement and quality.  
2. Built 50 ft above the ground, the 8,000 sq ft Vertical Garden at Citywalk is 
the first and largest of its kind in Hong Kong. Ferns growing on the Vertical 
Garden are natural heat insulators and they play a key role in reducing 
ambient temperatures, providing thermal insulation, acoustical control and 
purifying air.  
3. The coverage of soft landscape areas, including the ground floor, podium 
and roof floor of the premises is over 50%, substantially exceeding by 30% 
HK-BEAM’s outlined requirements.  
4. The hybrid water and air-cooled air-conditioning system is about 20% better 
than a straight air-cooled system in energy saving.  
5. The car park levels in the premises are ventilated indirectly from the main 
chillers’ ventilation fans instead of mechanically ventilated to save energy. 
6. The condensed water collected from the air-conditioning system can be 
reused for air-cooled air-conditioning system.  
7. The extent of modular and standardized design of the building is over 90%, 
which can help reduce material wastage. 
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6.4.8 Trends of Sino Group’s sustainable development 
- Since 2003, Sino Group and its two affiliates, Sino Estates Management Ltd 
(SEML) and Sino Hotels (Holdings) Ltd have been awarded the Caring 
Company Logo by the Hong Kong Council of Social Service annually.  
- A “Green Committee” has been formed to establish environmental policy, 
formulate and review green programmes for Sino’s sites on a monthly basis in 
2003. 
- The Sino Group together with Sino Group of Hotels and Sino Estates 
Management Limited (SEML) won the 2005 Gold and Silver Web Care Awards 
presented by Internet Professional Association for creating barrier-free 
corporate Websites to serve different communities.  
- Numerous awards are won by Sino Estates Management Limited in 2006 
Hong Kong Eco-Business Awards & Wastewi$e Scheme. 
- In 2007, Sino Estates Management wins thirteen Eco-Business Awards.  
- Sino Group wins the Corporate Governance Asia Recognition Awards 2007.  
- In 2007, the Group was also recognized by the ISO14001 accreditation for 
environmental management. 
- In 2008, Sino introduces solar and wind-generated power for energy 
conservation to three properties, while the projects Vision City and Citywalk 
receive HK-BEAM Society Platinum ratings for eleven distinctive green 
features. 
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To conclude the trends of sustainability development in Sino Group, figure 21 
shows the different sustainability stages achieved in different time line. Point to 
note is that the square boxes do not represent the exact positions but a rough 
idea on how Sino is doing during these years. As one may observe, the 
corporation moves from the quadrant of unsustainable corporation to a 
people-concern corporation from 2003-2005. In recent years, the corporation 
starts to move towards the quadrant of sustainable corporation. 
 
Figure 21: Sustainability change matrix of Sino Group (2003-2007) 
 
Source: Author 
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6.4.9 Observations 
From these observations, Sino Group has a great enthusiasm in achieving 
ecological sustainability. Having certified by ISO 14001, the Group’s 
environmental management system is ensured to be up to standard. Sino Group 
has also formed a “Green Committee” comprising top management personnel to 
establish environmental policies as well as setting up green programme of new 
developments. A number of Sino properties have won awards in recognition for 
building design, energy conservation, air treatment and waste recycling in 2006’s 
Hong Kong Eco-Business Awards.  
 
On the other hand, Sino has been keen in supporting the local community. The 
Sino Group has won numerous awards in regard to social services, such as the 
Caring Company Logo by the Hong Kong Council of Social Service and the Gold 
and Silver Web Care Awards presented by Internet Professional Association for 
creating barrier-free corporate Websites to serve different communities.  
 
Overall, one could conclude that Sino Group is achieving high standards in 
ecological sustainability, but the efforts in human sustainability remains at a 
minimum level. Moreover, the lack of an individual sustainability report and, for 
instance, a sustainability steering committee rather than a green committee, 
would further constraint the company’s improvement in sustainability practice. 
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6.5 Hysan Development Company Limited 
6.5.1 Introduction to Hysan 
Hysan Development Company Limited is a leading property investment, 
management and development company in Hong Kong with an investment 
property portfolio of over 4 million square feet of high quality office, retail and 
residential space. It is the largest commercial landlord in Causeway Bay. 
 
Hysan's shares are listed on the Stock Exchange of Hong Kong Limited, and 
traded in London. It has a sponsored American Depositary Receipts (ADR) 
Programme, and is a constituent stock of Morgan Stanley Capital International - 
Hong Kong Index. 
 
6.5.2 Hysan’s Mission and Strategy 
Mission 
Hysan Development is committed to building and owning quality buildings, and 
being the occupiers' partner of choice in the provision of real estate 
accommodation and services, thereby delivering attractive and sustainable 
returns to shareholders. 
 
Strategy 
Hysan will continue to grow its business along the following strategic principles: 
- to continually review the performance of individual properties and improve the 
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quality and value of the portfolio by selective refurbishment and re-development  
- to further grow our retail sector located in the retail hub of Causeway Bay 
- to continually focus on the current and future needs of our commercial and 
residential customers who occupy our space and use our services 
- to utilise our relationships and financial strength as a competitive advantage in 
pursuing investment opportunities 
- to keep risk and return in balance 
- to upgrade overall operational efficiency including facilities management, 
emphasising good customer service 
 
6.5.3 Hysan’s Operations 
As the largest commercial landlord in the prime office and retail Causeway Bay 
district, Hysan's investment portfolio amounts to over 4 million square feet, 
comprising office, retail and residential space (including around 710,000 square 
feet currently under development for the 500 Hennessy Road project). Portfolio 
valuation as at 31 December 2006 was HK$32,473 million.  
 
As a successful and responsible business, Hysan has strived to maintain a high 
standard of corporate governance as an important part of their business practice. 
Hysan believes that the key to effective corporate governance is to engender an 
appropriate management philosophy for putting principles into practices. They 
believe corporate governance must start at the top: the Board level. The Board 
must believe in it and drive it together with top management.  
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The Group has also scored high marks in the FTSE ISS Corporate Governance 
Index, being the third highest rated company in Hong Kong 
 
6.5.4 Hysan’s Sustainable Development Strategy 
To be responsible to our stakeholders, Hysan goes beyond regulatory compliance, 
and disclose to assume accountability and transparency. It also constantly study 
local and international best practices to see which of these could best be adapted 
in Hysan. In 2006, the company’s first corporate responsibility report has been 
published to disclose the company’s mindset towards corporate governance, 
environmental, safety and health issues. 
 
Hysan affirm to all their stakeholders, including employees, tenants, shareholders 
and the public, that they will conduct their business with respect and care for the 
environment. They have in place an ‘Environment, Health and Safety Policy’ which 
forms an integral part of all their business activities. 
 
Since 2003, Hysan has adopted an environment, health and safety policy, with the 
Managing Director taking overall responsibility at Board level. It is now one of the 
main branches of our clearly defined corporate responsibility policy.  
 
Under the Environment, Health and Safety policy, Hysan will:  
- stay current with all relevant legislation and ensure staff and contractors’ 
compliance 
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- advise and actively encourage tenants to follow good health, safety and  
environmentally-friendly practices 
- provide regular environmental, health and safety training to employees and 
continue to raise corporate and individual awareness of our Policy  
- reduce energy consumption whenever possible without compromising service, 
and market the need for energy efficiency practices to tenants and staff 
- monitor air quality within our buildings to ensure that all the working/living 
environments are healthy 
- review the use of environmentally friendly and recyclable materials and 
supplies in project works and operations wherever appropriate and stay alert 
for new developments in recycling technology 
- recycle consumables and waste whenever practical in daily operations 
 
6.5.5 Hysan’s People: A community-caring company 
Hysan's goal is being a responsible business and they are as strongly committed 
to the community where they operate as they are to their shareholders. Four goals 
are establish specifically in health and safety: 
• We take our health and safety commitment towards our employees, customers 
and the communities in which we operate very seriously 
• We consistently review and refine our Company’s health and safety 
management system 
• We provide safety training for employees who may be exposed to different types 
of hazards at work 
• We have developed and are continually refining a comprehensive response plan 
to deal with a possible outbreak of Avian Influenza or other contagious diseases 
General health and safety 
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As a responsible employer, Hysan takes full account of our health and safety 
obligations towards our stakeholders. In many cases, Hysan has exceeded the 
government’s occupational health and safety requirements. Safe work practices 
are top priority to ensure that employees and contractors do not harm themselves 
or others, such as tenants and the general public, while carrying out business 
activities. 
 
As a property investment company, the health and safety risk profile is 
comparatively low. However, front line personnel may still face potential hazards 
from manual handling, slips, trips and falls. Hysan’s health and safety system 
includes reporting and close monitoring of safety performance with specific 
reference to the number of accidents at work. All accidents are thoroughly 
investigated. 
 
To minimise possible accidents, a comprehensive safety training programme is in 
place. Staff members attend in house or external training courses to learn the 
most up to date methods for dealing with health and safety issues at work. Within 
offices, Hysan plans to implement a work station ergonometric assessment. It 
aims to minimise possible office work related fatigues and illnesses. 
 
We also request that our contractors, especially those in the construction industry 
dealing with the Hennessy Centre redevelopment project, provide us with method 
statements on how they are to complete their work, including the precautionary 
means to protect themselves and others from work related harm. 
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Looking ahead, we will devote more human and financial resources to follow 
through our health and safety efforts in a bid to further minimise safety risks. 
 
Human Resource 
The role of the Human Resources team is to act as the business partner of Hysan 
in implementing our people strategy. Organisational alignment was the main focus 
of the year under review. The Human Resources function supported management 
in reinforcing our commitment to maintaining high ethical standards, 
professionalism and a quality approach to everything we do. In pursuit of this, we 
refined a number of our key Human Resources systems and policies. The 
manpower planning process now lays greater emphasis on the clear definition of 
the competencies required of specific jobs. This has resulted in a more facts 
based approach to making hiring decisions, and also helped in aligning individual 
goals with corporate objectives. The recruitment and staffing process ensures that 
talents are exhaustively identified from both internal and external sources, with the 
ultimate goal of giving staff maximum opportunities to grow and to develop at 
Hysan. In general, we have built transparent procedures and appropriate checks 
and balances into our hiring, disciplinary, grievance, and other key human 
resources processes, thereby reinforcing our aim to be a fair employer. 
 
Outsourced workers and the government’s wage protection movement 
As a socially responsible company, Hysan supports the principle of sustainability. 
and believes that all workers should enjoy a level of pay that covers a minimum 
level of material needs. This extends to employees of those outsourced cleaning 
contractors. Hysan reserves the right under outsourced contracts to review the 
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wage level of cleaners employed by contractors, which was an established 
practice prior to the government's introduction of the wage protection movement 
for cleaners in 2006. Hysan was one of the first supporters of this government 
initiative. 
 
Community 
They support various charitable institutions in Hong Kong through sponsorships 
and donations. Through a wide range of activities organised by the Hysan 
Corporate Volunteer Team, their staff devote their leisure time to helping the 
under-privileged and to sharing their experience with the community. Members of 
their management also serve on boards and committees of various government 
and industry bodies, as well as charitable organisations. 
 
For example, in January 2007, Hysan co-organised with the Wan Chai District 
Council and District Office, Chung Yung Theatre and Hong Kong Architecture 
Centre, to present "Music in the Green City", a concert-cum-street carnival. The 
event was a highlight of the Wan Chai Festival, as well as the finale of the Wan 
Chai Music Festival. Hundreds of school children from Tung Chung and Tin Shiu 
Wai were sponsored by Hysan to attend the concert. Many Hysan staff members, 
employees of tenants, and members of the Hong Kong Police College Volunteer 
Service, teamed up to support for volunteer services. An estimated ten thousand 
people enjoyed an afternoon of thundering drumbeats and soothing jazz in the 
green urban environment. 
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Their efforts in the community were recognised by the Hong Kong Council of 
Social Service when Hysan was named as a Caring Company from 2003 to 2006 
. 
6.5.6 Hysan’s Environment: Environmental Management and Climate Change 
Policy 
• We aim to have sustained improvement of energy efficiency in our operations 
• We will endeavour to reduce waste generated in our daily activities through our 
waste management programme 
• We will devote efforts to maintain good indoor air quality 
are the three objective stated in the first corporate responsibility report of Hysan. 
Hysan’s Environment Policy has laid the groundwork for maintaining the 
sustainability of environment. Different departments are spearheading various 
environmental initiatives and these are showing encouraging results. Hysan aims 
to further consolidate development programmes and to encourage stakeholders 
involvement. 
 
Energy conservation 
Hysan achieved its target reduction in overall energy use in 2006 as compared to 
the previous year, without compromising service levels. It aims to achieve further 
reductions in the coming year, to make a difference in the environment. 
 
In the first years after adopting the Environment Policy, focus was to achieve 
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energy savings by optimisation of operations schedule and implementation of 
more efficient systems. This year, Hysan has been following through the early 
successes and extended the attention to other areas. It have been reviewing 
existing building systems, assessing new technologies, and taking energy 
conservation into account in the context of full life cycle maintenance programmes. 
For example, Hysan have been actively converting air cooled air conditioning 
systems to more energy efficient water cooled systems. 
 
Waste management 
Hysan are committed to re using and recycling waste, and are actively involving 
commercial and residential tenants in eliminating wastage. For example, free 
recycling are provided within the properties and furnish tenants with the latest 
recycling and waste reduction information. Their efforts were rewarded when, for 
the third consecutive year, all our buildings were certified with the government’s 
Gold Wastewi$e Logo. 
 
Indoor air quality 
Following recent concerns over airborne diseases and their potential for causing 
epidemics, Hysan is redoubling our efforts to improve air quality. This involves 
establishing an active programme of contaminant source control and necessary 
enhancement of air treatment. Tenants are involved to establish and maintain a 
healthy indoor environment for which there is increased expectation from tenants. 
Air quality is benchmarked against the air in common areas of certain commercial 
   - 189 - 
buildings in Hong Kong. Various air treatment measures are tested to see if they 
are useful in improving air quality. On the stakeholders’ front, Hysan have issued a 
guideline for tenants on fitting out their offices. Upon request, they even perform 
indoor air quality measurements for them. They also engage contractors to help 
with the cause. For instance, Hysan is updating its cleaning contract specifications 
so that the appropriate items and practices can be used. 
 
6.5.7 Trends of Hysan’s sustainable development 
- In 2003, Hysan has adopted an environment, health and safety policy, with the 
Managing Director taking overall responsibility at Board level. 
- The corporation’s efforts in the community were recognised by the Hong Kong 
Council of Social Service when Hysan was named as a Caring Company from 
2003 to 2006 
- In 2006, the company’s first corporate responsibility report has been published 
to disclose the company’s mindset towards corporate governance, 
environmental, safety and health issues. 
- Hysan achieved its various environmental targets in 2006 as compared to the 
previous year, without compromising service levels. It also aims to achieve 
further reductions in the coming year. 
 
To conclude the trends of sustainability development in Hysan, figure 22 shows 
the different sustainability stages achieved in different time line. Point to note is 
that the square boxes do not represent the exact positions but a rough idea on 
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how Hysan is doing during these years. As one may observe, the corporation 
moves from the quadrant of unsustainable corporation to a people-concern 
corporation from 2003-2006. In recent years, the corporation starts to move 
towards the quadrant of sustainable corporation. 
 
Figure 22: Sustainability change matrix of Hysan (2003-2007) 
 
Source: Author 
 
6.5.8 Observations 
Although Hysan has not taken up any reporting activities with its business before 
2005, it has started publishing a social responsibility report in the year 2006. From 
all sort of practices employed by Hysan, one can see that the motivation in Hysan 
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is high. Although the corporate responsibility report does not include any 
non-financial data, Hysan is dedicated to search for different ways to conduct the 
reporting activities. Further than that Hysan has adopted an environment, health 
and safety policy since 2003, with the Managing Director taking overall 
responsibility at Board level. As a responsible corporation, Hysan goes beyond 
regulatory compliance and constantly study local and international best reporting 
practices to see which of these could best be adapted in Hysan. 
Although Hysan is still on its way to the sustaining corporation, the dedication and 
mindset of the top management level is probably the most competitive advantage 
to lead the company to a more sustainable future. 
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6.6 Hang Lung Properties Limited 
6.6.1 Introduction to Hang Lung Properties Limited 
Hang Lung Properties Limited is the property arm of Hang Lung Group Limited. 
They are a top tier property developer in mainland China and Hong Kong with a 
recognised commitment to quality.  
 
Hang Lung are a truly diversified property development company as reflected in 
their varied portfolio of commercial and retail, office, residential, serviced 
apartments, industrial/office and car park properties. The primary focus is to 
acquire the best sites in the cities where they operate and employ only the top 
architectural firms to achieve the highest design quality and develop the best 
properties.  
 
As a reflection of investors' recognition of our management and strategy, Hang 
Lung’s market capitalisation reached HK$111.7 billion as at 30 June 2007, making 
them one of the top performers among Hong Kong’s major property companies. 
 
6.6.2 Hang Lung’s Vision and Core Values 
Vision: 
To expand in mainland China while continuing to invest in our home market of 
Hong Kong, with the aim of becoming a property developer of the highest quality 
in both markets. 
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Core Values: 
To constantly review and, where necessary, upgrade Hang Lung’s tenant mix 
while regularly refurbishing their existing developments so as to achieve a 
maximum return on their investments. Hang Lung also emphasize value-added 
services and incentives, which add to the appeal and marketability of their 
properties. 
 
6.6.3 Hang Lung’s Operations 
Hang Lung’s creative ventures into property development began early on. With 
the realization that convenience and comfort are important factors in selecting 
office space and residential dwellings, Hang Lung has constructed numerous 
properties over Hong Kong’s busy MTR line. In the years spanning 1976-1982, 
Telford Gardens, comprised of 41 towers with 4992 units in Kowloon Bay was 
developed on a 24-acre podium above an MTR station. These units came on 
market beginning in 1977.  
 
Along with the numerous properties along the MTR line, other developments like, 
Amoy Gardens in Ngau Chi Wan, which was constructed between 1979 and 1987, 
were developed to an extremely successful response. An astounding 1024 units 
of Amoy Gardens Phase II were sold out within 6 months. The massive Kornhill 
project completed in 1987 with all 8852 flats being sold at the same year, is one of 
Hong Kong’s largest residential commercial developments and demonstrates our 
comprehensive capabilities. 
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Hang Lung’s Causeway Bay properties boast an occupancy rate of 98%, which 
has proven Hang Lung to be one of the best in the industry. They also aim to 
target high density residential towers and high traffic areas, with properties like our 
Quarry Bay shopping malls, Kornhill Plaza, and the popular tourist attraction, the 
Peak Galleria.  
 
6.6.4 Hang Lung’s Sustainable Development Strategy 
Hang Lung carries out their commitment on sustainable development in a number 
of ways, including financial contributions to worthwhile organisations and support 
of educational initiatives. As at 30 June 2007, Hang Lung Properties had donated 
over HK$6.3 million in support of various community and environmental 
programmes. 
 
6.6.5 Hang Lung’s People: Community and Educational Initiatives 
The Hang Lung Mathematics Awards is the first competition of its kind in Asia. 
Held every two years, it helps stimulate interest in mathematics and has spurred 
teachers to raise the quality of mathematics education in Hong Kong. Hang Lung 
Properties donated HK$2 million in funding for the Awards, with HK$1 million of 
this amount used for prize money and the remaining HK$1 million for research, 
mentoring, judging and administration.  
 
Hang Lung Properties is also a major sponsor of other events that advance 
planning and architectural design standards. During the past year, we sponsored 
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the Pacific Crossings Conference of the American Institute of Architects Hong 
Kong Chapter as well as the international conference “When Creative Industries 
Crossover with Cities” jointly organised by The Hong Kong Institute of Planners 
and Urban Planning Society of China. 
 
They also provide financial support to worthwhile organisations whose work 
benefits society. Among the organisations they assisted over the past year were 
The Asia Society of Hong Kong Centre, The Cross Straits Youth Exchange 
Foundation, the New Life Psychiatric Rehabilitation Association, World Wide Fund 
for Nature and the Hong Kong Committee for UNICEF.  
 
6.6.6 Hang Lung’s Environment: Environmental Protection 
Environmental protection is an issue of major concern within Hang Lung, and in 
the past few years they have taken decisive measures to encourage sustainability 
across their operations. They have substantially reduced energy consumption by 
maintaining air conditioning at comfortable yet energy-efficient levels in all of their 
major shopping malls and office properties.  
 
In Hang Lung’s internal and external communications, they continued to cut paper 
consumption by making use of email rather than faxes, and through the 
introduction of an E-billing system for our tenants — the first of its kind in Hong 
Kong.  
 
Successful efforts have also been made to reduce water consumption and 
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decrease the amount of waste generated in our operations. During the year, Hang 
Lung ensured that obsolete equipment was put to good use by donating 283 used 
computers and 43 monitors to charity.  
 
Other environmental activities included the planting of trees in our residential 
properties and the appointment of environmental ambassadors. These 
ambassadors are responsible for acquiring up-to-date knowledge on 
environmental protection and helping to organise green activities that raise 
awareness of environmental issues. 
 
To promote long-term environmental sustainability, Hang Lung has introduced a 
comprehensive training and education programme in environmental protection for 
their staff. What’s more, they are encouraging their suppliers to use environmental 
friendly materials wherever possible and their tenants and customers to dispose of 
waste in appropriate recycling bins and containers in their office properties and 
shopping malls. 
 
6.6.7 Trends of Hang Lung’s sustainable development 
- in 2007, Hang Lung has been given a Caring Environment Award 
(Residential Building) in the Caring Environment Recognition Scheme 2007  
- in 2007, Hang Lung was named as Asia's Best Companies For Corporate 
Governance 
- in 2008, Hang Lung received the "Stars of Charity" Award” in the 3rd Election 
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of "Stars of Charity" in Shanghai 
 
As not much information is available on the public resources, Hang Lung‘s 
sustainability stage can not be formulated in a long trend. Therefore, figure 23 
summarise the recent sustainability practices of Hang Lung and conclude that the 
company is within the “ecological concern company” quadrant.  
 
Figure 23: Sustainability change matrix of Hang Lung (2007) 
 
Source: Author 
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6.6.8 Observations 
Up to this stage, Hang Lung Properties has only employed some sustainability 
practices compared to other Hong Kong developers. The environmental 
protection strategies are only up to office level and are not incorporated into 
consideration of new development plans. Hang Lung’s human sustainability is 
mainly concerning the community on a financial contribution to charitable 
organisations. The company did not publish a separate report on non-financial 
data and only appointed environmental ambassadors in organising activities that 
raise environmental issues. 
 
To summarise, Hang Lung Properties is still on its starting point towards 
sustainability and did not adopt efficient policies towards sustainability. Without 
dedication and a clear definition of corporate sustainability, no company could 
successfully implement sustainability in to business. 
 
In the following section, the remaining four development companies would be 
discussed together. The reason behind this is that neither the corporate website 
nor the annual reports of these companies have any clues about sustainability. In 
going through the World Wide Web, there is not any activity of these companies 
concerning sustainability neither. Therefore, in the next sections, the profiles of 
these companies are present and followed by observation and discussion on 
these four developers. 
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6.7 Henderson Land Development Company Limited 
6.7.1 Introduction to Henderson Land 
Henderson Land Development Company Limited ("Henderson Land") was 
incorporated in Hong Kong in 1976 and obtained its local public listing in 1981.  
The Group has gradually expanded its scale of operation and diversified its 
businesses over the years and, today, Henderson Land has become one of the 
largest business enterprises in Hong Kong.  
 
Henderson Land is an investment holding company and its core business 
comprises investment holding, property development, property investment and 
related businesses including project management, construction, property 
management, financial services and hotel operation. The Company focuses 
primarily on the Hong Kong market, but is also active in Mainland China where it 
has been steadily expanding its investments and scale of operations in recent 
years. 
 
The chart (Figure 24) below presents a schematic overview of Henderson Land 
Group's corporate structure, showing also the principal business activities of the 
Group's publicly listed subsidiaries and associated companies. 
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Figure 24: Structure of Henderson Land Company Limited 
 
Source: Henderson Land Corporate website 
 
6.7.2 Henderson Land’s Strategy 
The Group's business strategy is to: 
- build on its leading position in the large-scale residential development 
segment;  
- expand rental property portfolio to increase recurrent income;  
- increase strategic investments to enlarge income and asset base; and  
- generate more cashflow in future from diversifying businesses.  
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6.7.3 Henderson Land’s Operation 
With stable profit growth from the Group's property investment operation and a 
steady sizeable profit contribution from the Group's listed associates, notably The 
Hong Kong and China Gas Company Limited, the Group possesses a large and 
stable earnings base which is further enhanced by profit contributions from the 
Group's property development business.  
 
Henderson Land holds a listed subsidiary - Henderson Investment Limited. 
Henderson Land also has three associated companies and one affiliated company 
listed on the Main Board of The Stock Exchange of Hong Kong Limited (the 
"SEHK"). These associated companies and the affiliated company are: The Hong 
Kong and China Gas Company Limited, Hong Kong Ferry (Holdings) Company 
Limited, Miramar Hotel and Investment Company, Limited and Towngas China 
Company Limited.  
 
6.8 HongKong Land Company Limited 
6.8.1 Introduction to HongKong Land 
Hongkong Land is one of Asia's leading property investment, management and 
development groups. Founded in Hong Kong in 1889, the Group has business 
interests across the region. Hongkong Land's business is built on partnership, 
integrity and excellence. 
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Hongkong Land Holdings Limited is incorporated in Bermuda. Its primary listing is 
in London, and its shares are also listed in Bermuda and Singapore. The Group's 
assets and investments are managed from Hong Kong by Hongkong Land Limited. 
Hongkong Land is a member of the Jardine Matheson Group. 
 
6.8.2 HongKong Land’s Core Values 
The Right People, Energy, Enterprise and Performance 
 
6.8.3 HongKong Land’s Operation 
In Hong Kong, the Group owns and manages some five million sq. ft of prime 
commercial space that defines the heart of the Central Business District. In 
Singapore, it is helping to create the city-state's new Central Business District with 
the expansion of its joint venture portfolio of new developments. Hongkong Land's 
properties in these and other Asian centres are recognised as market leaders and 
house the world's foremost financial, business and luxury retail names. 
 
Hongkong Land also develops premium residential properties in a number of cities 
in the region, not least in Singapore where its 77%-owned listed affiliate, MCL 
Land, is a significant developer. 
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6.9 Asia Standard International Group Limited 
6.9.1 Introduction to ASI 
Asia Standard International Group Limited (ASI) is a Hong Kong listed company 
which is engaged in the property investment and development of commercial, 
retail and residential properties in Hong Kong and the PRC. Through a listed 
subsidiary - Asia Standard Hotel Group Limited - Stock Code: 0292 ("ASH"), ASI 
also indirectly invests and operates four hotels - three in Hong Kong and one in 
Canada, one travel agency in Hong Kong and two franchised restaurants in Hong 
Kong and Shanghai. 
 
Back to 1984, ASI was founded by Mr. Poon Jing, the Managing Director. In 1991, 
it was listed on Hong Kong Stock Exchange. Our major shareholders include Asia 
Orient Holdings Limited - Stock Code: 0214 and The Grosvenor Group (a UK 
property company with global presence headed by the Duke of Westminister). 
The Group ASI owns over 1 million square feet attributable area of residential 
development properties in Hong Kong and a number of commercial properties for 
leasing purpose. 
 
6.9.2 ASI’s Strategy 
The Company is committed to raise its corporate governance standards by 
emphasising transparency, independence, accountability, responsibility and 
fairness. The Company exercises corporate governance through the board of 
Directors (“Board”) and various Committees. 
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6.10 Wheelock Propeties Limited 
6.10.1 Introduction to Wheelock 
Wheelock Properties, a 74%-owned listed subsidiary as well as a property arm of 
the Group, Wheelock and Company Limited. Founded in Shanghai in 1857, 
Wheelock and Company Limited is a listed investment company now 
headquartered in Hong Kong. Wheelock Properties has a landbank of 
approximately 1.3 million square feet (GFA) in Hong Kong. It has participated in a 
number of mega development projects including Bellagio, Sorrento and Parc 
Palais and owns certain investment properties including Wheelock House and 
Fitfort. It also holds controlling interests in Singapore-listed Wheelock Properties 
(Singapore) Limited. 
 
6.10.2 Observations 
None of these four development companies (Henderson Land, HK Land, ASI, and 
Wheelock) have implemented any sustainability practice in their business. No 
clues could be found by means of annual report studies, corporate website as well 
as the World Wide Web search. Although one may argue that there might be 
some activities of these companies that are sustainable, but only unavailable on 
the internet, but it is fair enough for the author to conclude that none of these 
companies played an important role in the industries’ sustainability issues. First of 
all, none of these corporate websites have provided information about the 
companies’ strategies towards sustainability. Even worse, the author has found 
clues in these companies that most of these companies have a main focus on 
economic growth. Quoting statements from these companies, one could see the 
   - 205 - 
emphases of these companies are on economic growth rather than incorporating 
social and environmental dimension into core businesses. 
“… The Group will further focus its effort on higher margin business and corporate 
customers to maintain sustainable growth.” (Asia Standard International 05/06 
Annual Report) 
“… which resumed to attain accretive office rental reversion and sustained its 
continued growth in retail rental income.” (Wheelock and Company 06/07 Annual 
Report) 
 
Nevertheless, some evidences can be found by means of other different ways. In 
the meeting of Harbour-front Enhancement Committee – Sub-committee on Wan 
Chai Development Phase II, three representatives from Wheelock Properties are 
found to be attending the meetings. Their presence in the meetings is whether or 
not initiated by the company’s awareness towards sustainable harbour planning is 
still unknown. Therefore, no conclusion could be drawn from these findings. 
 
According to a report “SUSTAINABLE CONSTRUCTION – Innovative in Action” 
prepared by civil exchange and Hongkong Land, a study on the construction 
project of the Charter House, the only one property in the Hongkong Land 
Portfolio, has concluded that Hongkong Land and Gammon Skanska Limited, the 
contractor, were successful in expanding performance measurement criteria for 
the project. However, the study stresses heavily on sustainable construction 
rather than corporate sustainability, therefore most of the credits fall on to 
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Gammon Skanska Limited. In this case, there is no hard evidence on Hongkong 
Land’s mindset towards sustainability as well.  
 
However, in the latest Hongkong Land projects, the 86 Victoria Road, we can see 
that the company has adopted several sustainable green features into the project 
and adopted the HK-BEAM. In the project, Hongkong Land has included several 
green features such as communal sky gardens, wide corridors and life lobbies, 
acoustic fins and balcony. Other innovative, low-carbon designs and sustainable 
construction used in the project includes: self-cleansing tiles, timber from 
sustainable forest with green management used for temporary works, non-ozone 
depleting substances, indoor air quality control, recycled building materials, waste 
management, etc. From this project of Hongkong Land, one could observe that 
Hongkong Land is actually working on the environmental sustainability with its 
latest projects. Therefore, from this the author concludes that the company falls 
within the ecological concern corporation in the sustainability change matrix. 
 
In summary, none of these companies, except the Hongkong Land under all 
available information and resources, has implemented any sustainability practice 
into their core businesses and values. Evidences showed that some of these 
companies have a great emphasis on economic growth, but ignoring ecological 
and social aspects in their business activities. In order to achieve a more 
sustainable environmental as well as the corporations’ competitive advantage in 
the future, these companies must put more attention on sustainability and 
incorporate social and environmental aspects into businesses. 
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6.10.3 Locations of the four developers’ in the sustainability change matrix 
As not much information is available on the public resource, few clues that support 
these companies have implemented sustainability in their business strategies and 
values in recent or past years. Therefore, the author concludes that the Hong 
Kong land falls within the “ecological concern corporation” while the other 
companies fall within the “unsustainable corporation” quadrant. (Figure 25) 
 
Figure 25: Sustainability change matrix of the four companies (2007) 
 
Source: Author 
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Chapter 7 Analysis: Organisational Culture Profile and Sustainability 
Balanced Scorecard 
7.1 Introduction 
After presenting an overview of sustainability practice employed by Hong Kong 
development companies, the corporate sustainability of these development 
companies is assessed and tested against different types of organisational culture 
obtained from the questionnaires. In this chapter, the response from these 
development companies will be analysed as primary data to test against the 
corporate sustainability level obtained from the sustainability balanced scorecard. 
 
7.2 The Respondent 
In this research, a set of questionnaires on organisational culture was sent. A total 
of 25 questionnaires were sent to development companies with different turnovers, 
sizes and styles. Each of these companies was requested to respond to the 
questionnaire, five to ten responses of the questionnaire are requested. Out of the 
25 development companies, 10 companies have made response. 3 of them did 
not replied with 5 sets of questionnaires and requests for more questionnaires 
were sent to these companies. As a result, 10 companies have met the minimum 
requirement and a total of 71 sets of questionnaire have been received. The 
response rate of this questionnaire is 40%. The targeted development companies 
for content analysis and the sustainability balanced score card are then based on 
these responded companies. Therefore, the analysis and discussion will be based 
on these results of these questionnaires and corporate sustainability balanced 
scorecard. 
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7.3 Analysis of Results 
7.3.1 Analysis I: Organisational Culture Profile 
In this part, the OCAI was used to calculate the total scoring in each type of the 
organisation culture to form a culture profile within an organisation. As there were 
different numbers of respondents from each company, the overall culture profile of 
each of them was analyzed by taking a mean value from the respondents in each 
dimension of culture. The analysis will look into the organisational culture profile of 
each of the responded company. The result obtained can be used to see if a 
specific type of organisational culture would affect the corporate sustainability 
score in Hong Kong development companies. 
 
7.3.1.1 Overall Organisational Culture Profile 
Table 9 below summarized the overall culture profile from all the nine responded 
development companies. 
Table 9 Overall Scoring for the OCAI of the ten development companies 
 Average Score 
6 elements of OC Clan Adhocracy Market Hierarchy 
Dominant Characteristic 3.73 3.47 3.8 3.06 
Organisational Leadership 3.46 3.66 3.48 3.98 
Management of Employee 3.77 3.36 3.49 3.31 
Organisational Glue 3.89 3.66 3.81 3.22 
Strategic Emphasis 3.62 3.56 3.78 2.94 
Criteria of Success 3.50  3.50  3.73  3.20  
Overall OC Profile 3.66 3.54 3.68 3.29 
Source: Author 
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The mean value in each dimension and the overall value of ten development 
companies, represent the whole sample size. From the table, out of the six 
dimensions that the OCAI is used to determine the overall culture profile for an 
organisation, management of employee and organisational glue are indicated to 
be stronger in the clan culture. While for strategic emphases and criteria of 
success, it shows that they are stronger in the market culture. Organisational 
leadership scores the highest point in hierarchy among the other type of culture.  
 
An overall culture profile diagram from the ten respondents is plotted, as show in 
figure 26. It can be seen that the plotted shape is just like a square, which means 
the four values attained in each culture type are quite similar, however, the 
strongest appeared in the market culture. 
 
Figure 26: Average overall culture profile for the ten development 
companies 
 
Source: Author 
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However, since this is only an average overall organisational culture profile, there 
is a significant difference among the organisational culture profiles of the ten 
construction companies and the average one. Details of the organisational culture 
profile for each company could be referred to the table list in appendix 2, while the 
general idea of the culture profile of the 10 companies will be given by the overall 
culture profile diagram of each of them as below in Figure 27. 
 
Figure 27: Organisational Culture Profiles of the 10 responded companies 
(A-I) 
 
OC Profile of Company A      OC Profile of Company B 
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OC Profile of Company C      OC Profile of Company D 
   
OC Profile of Company E      OC Profile of Company F 
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OC Profile of Company G      OC Profile of Company H 
  
OC Profile of Company I       OC Profile of Company J 
Source: Author  
The lines joining the grids in the above diagrams represent the scores for the 
culture profile of each responded company. The grey circular areas in the 
diagrams indicate the strongest types among the four types of culture. Their 
shapes are not that regular as the average overall diagram in Figure 18 as it has 
taken the mean for all the ten companies. Looking into one by one, the shape is 
some now like a sheared square, indicating different companies are having a 
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different strength in different type of culture.  
 
In the culture profile aspect, it is found that out of the 10 companies, 4 companies 
(Company A, C, D & G) are having clan as their dominant culture, 3 are having 
market culture (Company B, E & F), 1 in hierarchy (Company H), 1 with adhocracy 
culture (Company G) and 1 with both hierarchy and market culture (Company J) 
dominated. The above analysis is summarized in Table 10 as below:  
Table 10: Organisational culture profile of the responded companies 
 Average Score 
Company Clan Adhocracy Market Hierarchy 
Company A 4.0 3.6 3.9 3.4 
Company B 4.3 4.0 3.5 3.3 
Company C 4.2 3.5 3.9 3.1 
Company D 3.5 3.4 3.2 3.3 
Company E 3.6 3.3 3.9 3.1 
Company F 3.4 3.5 4.0 3.1 
Company G 3.7 3.9 3.7 3.2 
Company H 3.3 3.4 3.5 3.0 
Company I 3.3 3.3 3.6 3.7 
Company J 3.4 3.5 3.8 3.8 
Source: Author 
 
7.3.1.2 First Investigation: Culture Type vs. Duration Existence of 
Company 
Companies are classified into two groups according to the duration existence of 
the company in order to see if there is a significant difference in the stronger type 
of culture when there is a different in duration existence. The two groups are 
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classified as one for duration existence more than or equal to 100 years and the 
other one for duration existence of less than 30 years.  
 
Since the total number of valid respondent is ten, the number is too small to 
conclude for a normal distribution. A non-parametric test should be applied in 
order to test for significance. With ordinal data and independent samples, for the 
test of significance, referring back to Table 6 in the previous chapter, 
Kruskal-Wallis H test will be used. 
 
Hypothesis for this test is “there is a significant difference in the dominant culture 
type in the organisational culture profile between the group with duration 
existence more or equal to 100 years and the group with duration existence less 
than 100 years”, while the Kruskal-Wallis H test for independent samples is used 
to see the significance value for such a hypothesis. The results for the first 
investigation are shown in the Table 11. 
 
From table 11, due to limited responses from developers, significant level of the 
difference between the two groups is low (sig. > 0.1). Therefore the hypothesis 
cannot be concluded. However, from difference of the average score between the 
categories, one can find that there is divergence between the two categories. 
Generally speaking, the overall OC profile is having a dominant clan culture 
for<100 years, while for companies of more than 100 years, market culture seems 
to be the dominant one. This can be seen in Figure 28: 
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Figure 28: Organisational Culture Profile for Groups >=100 and <100 years 
 
a). Duration >=100 years     b). Duration <100 years 
Source: Author 
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Table 11: Scoring for the OCAI of the Group >=100 years and <100 years 
 Average Score 
6 Elements of OC Clan Adhocracy Market Hierarchy 
Dominant Characteristic     
>=100 years (N=2) 3.50  3.35  3.80  3.35  
<100 years (N=8) 3.79  3.50  3.78  2.99  
sig. .356 .598 1.000 .355 
Organisational Leadership     
>=100 years (N=2) 3.40  3.05  3.50  3.70  
<100 years (N=8) 3.48  3.81  3.48  4.05  
sig. .572 .237 1.000 .597 
Management of Employee     
>=100 years (N=2) 3.60  3.50  3.70  3.05  
<100 years (N=8) 3.81  3.33  3.44  3.38  
sig. .293 .184 .060 .506 
Organisational Glue     
>=100 years (N=2) 3.40  3.80  3.80  3.65  
<100 years (N=8) 4.01  3.63  3.81  3.11  
sig. .186 .505 .793 .499 
Strategic Emphases     
>=100 years (N=2) 2.95  3.60  3.30  3.20  
<100 years (N=8) 3.79  3.55  3.90  2.88  
sig. .114 .292 .114 .599 
Criteria of success     
>=100 years (N=2) 3.25  3.30  3.65  3.25  
<100 years (N=8) 3.56  3.55  3.75  3.19  
sig. .792 .425 .694 .511 
Overall OC Profile     
>=100 years (N=2) 3.35 3.43  3.63  3.37  
<100 years (N=8) 3.74 3.56  3.70  3.26  
sig. .192 .600 .600 1.000 
Source: Author 
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To look in a more specific way, from the table, it can be found that in the dimension 
of dominant characteristic and management of employee, market culture is the 
strongest culture for duration existence of more than or equal to 100 years while 
clan culture is the dominant one for those existed less than 100 years. 
 
In the dimension of organisational leadership, both of the categories are having 
hierarchy as the dominant culture. 
 
In the dimension of organisational glue, the organisations existed for more than 
100 years scored highest in both adhocracy and market, while those less than 100 
years are dominant in market culture. 
 
For strategic emphases, dominant market culture is found among those >100 
years while for those >=100 years, are dominant in adhocracy.  
 
Both categories are dominant in market culture for the criteria of success 
dimension. Discussions for these findings will be present in the coming chapter. 
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7.3.1.3 Second Investigation: Culture Type vs. Annual Turnover of 
Company 
The respondents are classified into 2 groups according to the annual turnover of 
the company in order to see if there is a significant difference in the stronger type 
of culture when these companies are categorised by annual turnover. 
 
The 2 groups are classified as one for annual turnover less than HKD 5 billion and 
another one for annual turnover more than or equal to HKD 5 billion.  
 
This investigation is to test a hypothesis that whether “there is a difference in the 
dominant type of organisational culture when companies are classified into having 
the annual turnover is less than 5 billion and the annual turnover is more than or 
equal to 5 billion.” 
 
Classifying by the annual turnover, there is a significant different in the dominant 
type of culture in the overall organisational culture profile. The result of the 
hypothesis can be proved by Table 12
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Table 12: Scoring for the OCAI of the groups with annual turnover >= HKD 5 
billion and < HKD 5 billion 
 Average Score 
6 Elements of OC Clan Adhocracy Market Hierarchy 
Dominant Characteristic     
<5 billion (N=6) 3.70  3.57  3.90  3.27  
>=5 billion (N=4) 3.78  3.33  3.65  2.75  
sig. .519 .197 .096 .161 
Organisational Leadership     
<5 billion (N=6) 3.42  3.42  3.72  3.82  
>=5 billion (N=4) 3.53  4.03  3.13  4.23  
sig. .356 .042 .020 .195 
Management of Employee     
<5 billion (N=6) 3.55  3.45  3.55  3.23  
>=5 billion (N=4) 4.10  3.23  3.40  3.43  
sig. .014 .065 .511 .914 
Organisational Glue     
<5 billion (N=6) 3.57  3.57  3.90  3.35  
>=5 billion (N=4) 4.38  3.80  3.68  3.03  
sig. .084 .513 .391 .508 
Strategic Emphases     
<5 billion (N=6) 3.30  3.58  3.72  3.13  
>=5 billion (N=4) 4.10  3.53  3.88  2.65  
sig. .107 .451 .451 .163 
Criteria of success     
<5 billion (N=6) 3.07  3.25  3.57  3.00  
>=5 billion (N=4) 4.15  3.88  3.98  3.50  
sig. .018 .023 .334 .334 
Overall OC Profile     
<5 billion (N=6) 3.43  3.47  3.73  3.30  
>=5 billion (N=4) 4.00  3.63  3.62  3.26  
sig. .033 .285 .669 .748 
Source: Author 
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In the two categories, there is a significant difference on the type of dominant 
culture. In the group with more than or equal to 5 billion, it has the clan culture as 
its dominant overall culture. For the other group, it is dominant in market culture. A 
comparison can be seen in figure 29 below. 
 
Figure 29 Organisational culture profiles of the groups with annual turnover 
>= 5 billion and < 5 billion 
  
a). Turnover < 5 billion     b). Turnover >= 5 billion 
Source: Author 
For other which have turnover >= 5 billion, it has dominant clan culture in the 
dimension of dominant characteristic, management of employee, organisational 
glue, strategic emphasis and criteria of success. Only organisational leadership 
has a dominant culture in hierarchy.  
 
This has a significant divergence with the other group; the cultural dimension of 
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dominant characteristic, organisational glue, strategic emphasis and criteria of 
success dominates at the market culture. While management of employee is a 
combination of clan and market, organisational leadership scores the same result 
of the category of turnover > 5 billion, which dominates in hierarchy. 
 
7.3.2 Analysis II: Corporate Sustainability Score 
Analysis two is about the sustainability balanced scorecard, which is designed in 
Chapter 5, to measure the corporate sustainability level to identify each 
company’s stage on the pathway towards a sustaining company. The results 
obtained are then used to test if a specific type of organisational culture would 
affect corporate sustainability. 
 
7.3.2.1 Corporate Sustainability Score of the Respondents 
As there are a total of ten valid respondents from the organisational culture, their 
corporate sustainability score will be calculated by mean of the instrument 
introduced in the research design. Using the 24 criteria corporate sustainability 
scoring procedure, Table 13 presents the average overall information 
transparency score and the average category scores for accountability and 
transparency, environmental dimension and social dimension for the ten Hong 
Kong development companies. The average overall score is 42.67 and the 
average category scores (each on 0-100 scale) for the ten development 
companies were: 
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- accountability and transparency: 20 
- environmental dimension: 54.25 
- social dimension: 53.75 
These category results suggest that the sustainability reporting is still very 
unpopular among developers in Hong Kong 
Table 13: Corporate Sustainability scores by company* 
Company Overall score Accountability 
and 
transparency 
Environmental 
dimension 
Social 
dimension 
Company A 66.67 50 75 75 
Company B 86.67 87.5 90 82.5 
Company C 79.17 62.5 90 85 
Company D 46.67 0 85 55 
Company E 28.33 0 40 45 
Company F 20.83 0 25 45 
Company G 44.17 0 67.5 67.5 
Company H 20.00 0 25 35 
Company I 15.83 0 20 27.5 
Company J 17.50 0 25 27.5 
Total 42.67 20 54.25 53.75 
*: Score for each category are on scale of 0-100, with overall score being the weighted average of 
the three category scores, weighted by the number of criteria per category. 
Source: Author 
Table 13 also presents the average overall score and average category scores for 
the ten development companies, for the details of the scoring, please refer to 
Appendix 3. Overall sustainability scores range from 15.83 (Company J) to 86.67 
(Company B), with Company B (86.67), Company C (79.17) and Company A 
(66.67) being the most sustaining development companies. 
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Accountability and transparency scores ranged from 0 (Company D-J) to 87.5 
(company B), which means that company B (87.5)’s reporting quantity and quality 
are both up to international standards. Company A (50) and Company C (67.5) 
have already started their practices in the sustainability reporting activities but still 
have rooms for improvement. With most other companies score a 0 in this 
category, it represents that most development companies in Hong Kong does not 
participate in sustainability reporting activities at all. 
 
Environmental dimension scores range from 20(Company I) to 90 (Company B, 
C), which represents that some of the companies (Company A-D, G) have merged 
environmental practices into their business while the other development 
companies are still in unresponsive stage to environmental sustainability. 
 
Social dimension scores are quite similar to environmental score, with a range of 
27.5 (Company I, J) to 85 (Company C). An interesting point to note is that one 
could see that the divergence of the range of the social dimension scores is 
smaller than that of environmental score. The details of these results will be 
discussed in the coming chapter. 
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7.3.2.2 Linkage between Corporate sustainability and Organisational 
Culture Profile 
After discussing the different corporate sustainability scores from these 
development companies, the coming section will investigate the relationship 
between implementation of corporate sustainability and the organisational culture 
profile of each development company as two hypotheses derived from the 
literature:  
i) “the dominant organisational clan and adhocracy culture is positively 
associated with the level of implementation of corporate sustainability” 
ii) “the culture dimensions which are related to human relationships are 
associated with the corporate sustainability score” 
is justified by different tests of association. 
 
1. Summary of corporate sustainability mean scores by dominant culture types 
The results of corporate sustainability scores are re-grouped by the dominant type 
of culture. Means of these score are taken. The corporate sustainability score for 
each category and the total score are analysed for difference as a function of 
culture, by using Kruskal-Wallis H Test. 
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Table 14: Corporate sustainability mean scores by dominant culture type 
 Average Corporate Sustainability Score 
 Total Transparency Environmental Social 
Dominant Culture     
Clan (N=4) 69.79 50 85 74.8 
Adhocracy (N=1) 45 0 67.5 67.5 
Market (N=4) 28.125 0 43.75 20 
Hierarchy (N=1) 15.83 0 20 27.5 
sig. .048 .0134 .043 .062 
Source: Author 
From table 14 one can find that the difference in means for the total score is 
significant. Besides, for the accountability and transparency category it shows that 
only clan culture has a score 50 out of 100, while companies dominate in other 
culture score a 0. Similar situations are found in other categories, it is found that 
Clan culture was the most strongly linked with corporate sustainability scores for 
this set of statistical analysis. This culture scored significantly higher than the 
other culture. The adhocracy scored the second highest with a generally higher 
score on environmental and social dimension. 
 
2. Correlation test of corporate sustainability scores by dominant culture types 
In order to see the actual relationship between corporate sustainability and 
organisational culture profile, as mentioned in the research design, there are 
several appropriate tests for association. Since there are only ten respondents, it 
is not possible to obtain a normal distribution from these ordinal data. Thus, a 
non-parametric correlation test would be performed with the Spearman’s Rho 
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Correlation test. 
 
The first Spearman’s Rho Correlation test is carried out to see the association 
between the four types of culture and corporate sustainability scores. Table 15 
shows the computed result. 
 
Table 15 Spearman’s rho correlation coefficient for corporate sustainability 
scores vs culture types (sig. level) 
 Clan Adhocracy Market Hierarchy 
.813** .516 .090 .060 Accountability and 
Transparency .004 .127 .805 .870 
.911** .482 -.114 -.145 Environmental Dimension 
.000 .159 .753 .689 
.924** .540 .104 -.238 Social Dimension 
.000 .107 .776 .508 
.855** .426 -.097 -.018 Total Score 
.002 .220 .789 .960 
 
Source: Author 
A positive coefficient indicates that variables move in the same direction with the 
independent variables, while a negative coefficient indicates that variables move 
in the opposite directions. 
 
From the table, one can notice that both the total score and scores in each 
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
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category are positively correlated to the clan culture in a high significant level, that 
is, the corporate sustainability scores rise together with the scores in clan culture. 
On the other hand, it is found that there is no significant correlation between most 
of the categories or total score with other culture.  
 
3. Correlation test of corporate sustainability scores by dominant culture types 
Spearman’s Rho Correlation test is carried out to find the correlation between the 
different dimensions of culture and the corporate sustainability score. The total 
score of corporate sustainability is tested with different cultural dimensions to see 
if there is any dimension affecting the total corporate sustainability score 
significantly. The analysis reveals the dimensions or aspects of culture that are 
most responsible for difference in the corporate sustainability score as a function 
of culture type. The dominant attribute in the culture dimensions appears to be the 
main driver of differences for sustainability performance. 
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Table 16: Spearman’s rho correlation coefficient for corporate sustainability 
scores by culture dimensions (sig. level) 
 Dominant 
Characteristic 
Organisational 
Leadership 
Management 
of Employee 
Organisational 
Glue 
Strategic 
Emphases 
Criteria of 
success 
Clan .483* (.016) .334 (.345) .872** (.001) .706* (.023) .734* (.016) .742* (.014) 
Adhocracy -.122 (.736) .720* (.019) .611 (.060) .161 (.657) -.177 (.624) .759* (.011) 
Market -.426 (.219) -.627 (.052) -.256 (.476) -.177 (.625) .355 (.314) .274 (.443) 
Hierarchy -.607 (.057) .399 (.254) .179 (.621) -.389 (.267) -.530 (.115) -.006 (.987) 
*. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 
Source: Author 
Table 16 shows the results of Spearman’s rho correlation coefficients for the six 
dimensions of each culture type between the corporate sustainability score. From 
the table, it can be seen that in clan culture, five out of six elements are significant 
to corporate sustainability score.  Organisational leadership and criteria of 
success are significant in adhocracy to corporate sustainability score. Dominant 
characteristic in hierarchy culture interestingly shows a negative relationship with 
corporate sustainability score at a 0.006 significant level. In which above 
dimensions are significant to corporate sustainability score, which means that the 
dimension are having a significant attribution to the corporate sustainability 
attainment level. Therefore, the hypothesis is tested to be partly true, and the 
discussion will be held henceforth. 
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4. Cross-checking results by means of additional survey items 
The questionnaire contained three additional items on the strength of 
organisational culture (Item 25 – 27; see appendix 1) and one additional question 
(Item 28) which asked the respondents to comment on their own organisational 
culture: “Our organisational culture promotes sustainability”, which asks whether 
the organisational culture is deemed beneficial and suitable for the 
implementation process of corporate sustainability in general. These questions do 
not constitute the core part of the analysis, but only for cross-checking if cultural 
strength, an additional cultural element, would affect corporate sustainability level. 
The relationship of the responses of these questions are to be tested with 
corporate sustainability overall score as well as the category score. Similar to the 
analysis performed earlier, Spearman’s Rho Correlation Test will be adopted. 
 
The results are shown in table 17, while all corporate sustainability scores hold a 
positive correlation with all cultural strength items and significant in some of the 
categories. Therefore it is interesting to note that items 28 suitability of culture to 
corporate sustainability holds negative correlation with the corporate sustainability.
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Table 17: Spearman’s rho correlation coefficient for the control items by 
corporate sustainability score 
 Cultural Strength  
 Item 25: 
Within- 
company 
consensus 
Item 26: 
Cultural 
pervasive-
ness 
Item 27: 
Psychological 
intensity 
Sum of 
control 
items 
25 - 27 
Item 28: 
Suitability 
of culture 
to CS 
.748
*
 .418 .201 .770
**
 -.468 Corporate 
Sustainability 
score 
(.013) (.229) (.578) (.009) (.172) 
.531 .559 .284 .723
*
 -.755
*
 Transparency 
score (.114) (.093) (.426) (.018) (.012) 
.747
*
 .406 .096 .751
*
 -.500 Environmental 
score (.013) (.244) (.793) (.012) (.141) 
.802
**
 .486 .000 .760
*
 -.567
**
 Social score 
(.005) (.154) (1.000) (.011) (.087) 
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
Source: Author 
For the item 25, it shows a positive correlation with most items of corporate 
sustainability items whilst item 26 and 27 shows no significant relationship at all. 
For Item 28, it is interesting to find that it is negatively correlated to corporate 
sustainability score, which is, for example in the more sustainable corporation, 
employees thinks that the culture within the corporation does or will not promote 
sustainability. The discussion of this interesting phenomenon will be followed up in 
the next section. 
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Chapter 8 Discussion of Findings and Conclusions 
8.1 Introduction 
In this chapter, discussion will be made according to the analysis from the 
previous chapter. To start with, the author will first discuss the observations in the 
content analysis and the results obtained from the sustainability balanced 
scorecard, so as to outline the sustainability strategies, operations and 
performance in the Hong Kong development industries. 
 
Following the discussion on sustainability practices in the development companies, 
the author will then look at their organisational culture profile along with the two 
investigations which have been carried out to see if age and turnover of a 
company would have a significant contribution to the type of organisational culture 
obtained by these developers. To end the discussion, the linkage of corporate 
sustainability and organisational culture will be examined. 
 
In the final part of this thesis, it will conclude the whole thesis and discuss the 
limitation of this research. The final section of direction for further research will end 
this thesis. 
 
8.2 Discussion on Corporate Sustainability 
In this section, an overview of corporate sustainability in Hong Kong development 
industry is outlined and discussed. The results of corporate sustainability of ten 
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development companies are then quantified by means of a sustainability balanced 
scorecard in regard to the respondents in the OCAI questionnaire.  
 
8.2.1 Summary of Observations in the Content Analysis 
In the figure 30, the recent stages of these ten developments companies are 
concluded in the sustainability matrix. 
 
Figure 30: Sustainability change matrix of the ten companies (2006/07) 
 
Source: Author 
 
Among these development companies, they are absolutely on different stages 
towards sustainability. Some of them have more emphases on environmental 
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sustainability, while some of them are the other way round, but most importantly, the 
mindset of the senior personnel is the vital factor to success. Equipped with vision and 
strategy towards sustainability and a clear definition and framework to “sustainable 
development”, the organisation has already been set on the start point.  
 
However, organisations with goals and vision towards sustainability alone are not 
adequate. Strategies and frameworks are meaningless if there is no real action. The 
hardest challenge for organisations to overcome is the implementation stage. The 
author therefore suggests to these development companies that it should first think 
about how to advance information gathering and analysis and plan the processes to 
implement sustainability.  
 
ISO 14001 requires organisations to monitor, measure and report regularly on 
environmental performance – These companies would probably implement a more 
comprehensive sustainability system effectively on the back of this. This can ensure 
that information collected is up to quantity and quality standards. In addition 
companies can further integrate social and economic dimensions into their 
management system, as information collected for ISO 14001 could be extended to 
include social and economic data to implement sustainability in a more 
comprehensive way. 
 
In the future, the field of sustainability would be in greater interest than the moment. 
One could see, for example, Hysan Development Company, has already 
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reviewing suitable reporting initiative and starts to move forward on the path of 
sustainability. Other development companies would probably follow due to the 
competitive advantage (for example brand name, quality and reputation) leading 
by sustainability practice. As a result, the author foresees that such sustainability 
practices would be more and more popular in Hong Kong. The corporate 
sustainability level of each development company is obtained by summing up and 
weighting the scores of each category. 
 
8.2.2 Corporate Sustainability Score of the ten development companies 
The corporate sustainability score of each development companies are obtained 
by summing up and weighting the categories of the sustainability balanced 
scorecard. It is found that the responded companies attained different scores 
ranged from 15.83 to 86.67. For discussion, author separate the groups into three 
categories (< 30, 30 to 60, >= 60) 
 
Five out of ten development companies scored under 30 (50%), which means that 
these company is still in the early stage of sustainability. These companies have 
not implemented any reporting activities to disclose matters on sustainability. Their 
business strategies are mainly dominated by financial and technological factors. 
Therefore compliances with legal requirements in industrial relations, safety, 
workplace standards and so on are the main emphases of these companies. 
Human resource functions such as training, organisation development are 
instituted but there is little integration. On the other hand, these companies’ 
strategic or operational decisions have not considered the ecological environment 
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an important factor. The senior management personnel seek to comply with laws 
and regulations and to reduce the firm’s potential liabilities from actions that will 
have an undesirable impact on the environment. Environmental risks, cost, 
opportunities and imperatives are seen as irrelevant or are not perceived at all. 
 
Two out of ten development companies scored between 30 and 60 (20%). These 
companies attempt to integrate human resource functions into a coherent HR 
system systematically, to reduce costs and increase efficiency. People are viewed 
as a significant source of expenditure to be used as productively as possible. 
Technical and supervisory training is amplified with human relation training. 
Community projects are undertaken where funds are available and a cost benefit 
to the company can be demonstrated. On the other hand, poor environment 
practice is deemed to be a source of extra cost that can be avoided. Ecological 
issues that generate costs are systematically reviewed attempting to increase 
efficiencies and reduce costs by reviewing the procurement and development 
process and by eliminating waste. Some of these companies may involve in some 
systematic approach such as Total Quality Environmental Management (ISO 
14001). Environmental issues are ignored if they are not seen as generating 
avoidable costs or increasing efficiencies. 
 
For the last group, three out of ten development companies scored higher than 60 
(30%). For these companies, they stress the important of workforce skills mix and 
diversity in corporate and business strategies. Intellectual and social capitals are 
fully utilised to develop strategic advantage through innovation. Programmes are 
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instituted to recruit the best talent to the organisation and to develop high level of 
competence in teams and individuals. These companies views itself as a member 
of the community citizen by offering sponsorship to the general public or employee 
time to participate in projects aimed at promoting community cohesion and 
well-being. 
 
On the other hand, proactive environmental strategies supporting ecological 
sustainability are seen as a source of strategic business opportunities to provide 
competitive advantage. New developments are designed to reduce environment 
contamination and consumption of non-recyclable materials. These organisations 
seek competitive leadership through spearheading environmentally friendly 
products and processes. 
 
From this study, about half of the development companies are still in the early 
stage of sustainability or have not considered sustainability at all. Two of these 
developers are in the middle of the stages towards sustainability. Only three of 
these companies have reached the stage of sustaining corporations. Those 
developers are still missing the most important part in implementing sustainability, 
which is the leadership commitment. One of the reasons could be explained by 
the ideal organisational culture for corporate sustainability which will come in the 
later part of this discussion because leadership style in different types of 
organisational culture is different and this may affect the performance of 
sustainability in each development company. 
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8.3 Discussion on Organisational Culture 
In order to have more reliable data for managing the implementation process of 
corporate sustainability and identify priorities for action, it is best to understand the 
dominant culture within the organisation and the whole industry. This time, ten 
development companies are selected for investigation. They are of different 
background, age, size and turnover, therefore a larger variety of the target 
companies are obtained from the industries. By using the OCAI instrument with 
competing values framework to give organisations an assessment of their current 
situation, a clear picture for changes to support corporate sustainability could be 
established in a more efficient way. 
 
8.3.1 The overall culture profiles of the respondents companies 
From the averaged overall organisational culture profile, the result indicates that 
many responded development companies in Hong Kong are not characterised by 
only one dominant type of culture, but tend to be biased towards a mix of clan and 
market culture. 
 
This means that most of the development companies within the target group are 
working towards a common feature. They emphasize on teamwork, employee 
involvement and corporate commitment to employees. Internal climate and 
concern for people would ultimately lead to an individual development with high 
cohesion and morale with each of these organisations. On the other hand, these 
organisations are result-oriented and aiming at creating competitive advantages 
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against their competitors. People are working under competition and lead by the 
market. In long term, these organisations concern competitive actions and 
achieve stretch goals and targets. 
 
The result also indicates that in three of the dimensions, dominant characteristic; 
strategic emphasis; criteria of success; in most of the respondent companies is 
market, i.e. one that is characterised as aiming at creating results with competitive 
advantage under the market force. People are working under competition and 
lead by hard-driving leaders. The organisations concern competitive and financial 
results in strategies and stretch targets to lead the companies’ success.. 
 
In terms of management of employee and organisational glue, the responded 
companies also tend to have a clan culture as they seem placing a premium on 
teamwork, participation and consensus. Besides, success in these companies is 
defined as the degree of satisfying concerns of customers, which is also in a 
dominant of clan culture.  
 
The organisational leadership in most of the organisations is regarded as a 
feature of hierarchy culture. In general these companies focus on formal rules, 
policies and regulations to govern the employee’s work and keep the organisation 
under control. Leaders are acted as coordinator to monitor the employees in order 
to facilitate a stable, predictable and efficient environment for the organisation. 
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However, the overall culture profile is only a general case to represent the overall 
industry, as there are different types of developers included in the profile. In the 
following section, the culture profiles of each respondent will be discussed 
regarding their duration existence and turnover. 
 
8.3.2 The overall culture profiles classified by existence 
As mentioned in the previous chapter, scholars such as Kanter (1985) would 
regard age-youth as a factor affecting organisational culture of the company. He 
believes that companies with different duration existence will have a different type 
of culture. In this analysis, the responded companies are divided into two groups, 
with one more than or equal to 100 years and smaller than 100 years, testing the 
hypothesis “there is a significant difference in the dominant culture type in the 
organisational culture profile between the group with duration existence more or 
equal to 100 years and the group with duration existence less than 100 years”. It is 
found that there is two developers exist longer than 100 years and the others are 
ranged from 20 to 50 years. Therefore it is interesting to see if there is any 
significant difference between those developers with a longer history and those 
which are relatively “new”. However, due to limited sample size, especially those 
which have existed more than 100 years (N=2), the hypothesis can not be 
concluded. 
 
In general, for those which have existed longer than 100 years, they tend to 
dominate in adhocracy and market culture which are characterised by individuality, 
risk taking, uncertainty and market emphases as a result-oriented organisation. 
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The other group tends to dominate in clan and hierarchy culture, which emphasise 
on teamwork, corporate commitment to employees and are usually formalised and 
structured. Such difference can not be explained, because Kanter (1985) believes 
that for the new or younger companies, usually around twenty years, usually tend 
to be a more aggressive one, so as to develop the company with a faster pace. 
However, in the responded samples, the author can hardly find any company 
which are younger than 20 years. Therefore, the test here failed to prove any 
significant relationship between those have existed more than and less than 100 
years. 
 
The only significant point to note from the test is, in the dimension of management 
of employee, the group with longer than 100 years has more emphases in market 
culture than those which is less than 100 years (sig. = 0.060). This means under 
the assumptions that external environmental is hostile, consumers are looking for 
their own interest which they value, and organisations are competitive with each 
other, in those organisations exists longer than 100 years, employee are working 
under competition and lead by hard-driving leaders to achieve the aims and 
targets. 
 
8.3.3 The overall culture profiles classified by annual turnover 
As the results from the test classified by existence of a company is not satisfactory, 
the author tries to classify the respondents by annual turnover. The companies are 
classified into two groups, one with annual turnover more than or equal to 5 billion 
and the other with annual turnover less than 5 billion. A more even grouping has 
   - 242 - 
resulted in this case (< 5 billion - N=6, >=5 billion - N=4). A significant result is 
obtained.  
 
For companies with turnover < 5 billion, a clan culture is significantly dominated 
(sig. = 0.033). In this group the companies generally emphasise on team work and 
human-oriented programs and commitment. They develop based on human 
relationship. Managers empower and facilitate staffs to participate, commit and be 
loyal. There is an assumption in these companies that the environment would be 
best managed through team work and employee development. (Cameron and 
Quinn, 1999) For the other group, a significant market culture is obtained. (see 
Figure 22)  
 
As mentioned before, organisations with market culture based on the assumption 
which is opposite to clan, they think external environment is hostile, consumers 
are looking for their own interest which they value, and the competition between 
organisations are vigorous. Therefore, they would only be oriented by results and 
market and tend to ignore human relationships. 
 
There is such a great difference in the two groups as mentioned by Kanter (1985), 
there are always some companies in the industry which trying to be aggressive 
and develop in a faster pace. One special point to be mentioned here is that some 
of the developers are generating more than HKD 10 billion while some 
development companies only generate less than HKD 1 billion. In such case, it is 
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not hard for one to imagine that for those with less annual turnover are trying to 
keep up the pace by putting emphases on market strategies and financial results. 
Therefore it makes sense to obtain a result that those companies with fewer 
turnovers dominate in market culture while the other would emphasise on human 
development and relations. 
 
In table 12, it is not hard for one to find that most of the results are significant. For 
companies with turnover less than 5 billion, they have significantly dominated in 
market culture in the dominant characteristic dimension (sig. = 0.096). 
Organisational leadership is usually hard-driving and result-oriented, the human 
emphases in these companies are low (sig. = 0.020). They also emphasises on 
individuality and risk taking in management of employee, as everyone needs to be 
involved with production, research and development (sig. = 0.065). Therefore, 
temporary units may set up to accomplish a task and disintegrated when the task 
is finished. This group tends to have higher score in market culture and lower 
score in clan culture in different culture dimensions when compared with the other 
group. 
 
For the other group (>= 5 billion), they tend to treat human relationship and 
development on a higher priority (sig. = 0.014). Employees are well trained and 
with high cohesion. In terms of organisational leadership, a point to note is that in 
this group, companies tend to lead the organisation through experimentation and 
innovation (sig. = 0.042). This could be explained as these companies are trying to 
emerge to a competitive advantage by using an innovative way. The element that 
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glue the members within the organisation is human relationship (sig. = 0.084). 
Internal climate and concern for people are the two main focuses of success in 
these companies (sig. = 0.107 and 0.018 for strategic emphases and criteria of 
success respectively). These companies are also likely to be adaptive, flexible 
and innovative in stressing the criteria to success (sig. = 0.023). 
 
Based on these findings, the author concludes that the hypothesis “there is a 
significant difference in the dominant culture type in the organisational culture 
profile between the group with annual turnover more than or equal to 5 billion and 
the group with annual turnover less than 5 billion” is true for development 
companies in Hong Kong. 
 
8.4 Discussion on Corporate Sustainability and Organisational Culture 
In this part of discussion, it will concern the relationship between corporate 
sustainability and organisational culture by mapping empirical evidences 
generated from the test of association between OCAI scores and corporate 
sustainability score generated by sustainability balanced scorecard. 
 
8.4.1 Corporate sustainability classified by dominant culture type 
From the first Kruskal-Wallis H test carried out in the last chapter, it aims to find 
out whether or not there is a difference in CS score between groups which 
dominate in different culture. The result is significant. The four companies that 
dominate in clan culture generally score higher in all aspects of the sustainability 
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balanced scorecard, followed by one company that dominates in adhocracy 
culture (sig. = 0.048, 0.0134, 0.043, 0.062). (see table 14) 
 
It is not surprising to have companies dominant in clan culture to have companies 
dominant in clan culture to have a high level of implementation in corporate 
sustainability because companies dominant in such a culture emphasise on 
commitment and high moral among all the people. They are always looking for 
participation from all of the members in the organisation. Through the environment 
of free discussion within the organisation, the aim and objective for implementing 
sustainability programme will be easily communicated and members in the 
company are also with a high morale towards sustainability. Whenever members 
meet different problems during implementation, openness discussion would allow 
problem solving and create a better environment to implement sustainability in the 
strategic and operational level. Moreover, clan culture also promotes flexibility 
which supports decentralisation and differentiation, which may ease the 
implementation of corporate sustainability in all the members within the whole 
organisation. 
 
For companies which dominate in adhocracy culture, they also scored high in the 
sustainability balanced scorecard. Similar to clan culture, adhocracy is also 
supporting decentralisation and differentiation that all member are usually given 
chance to give opinions to strategic decisions for the company while the leader 
are open to integrate these opinions in the decision making process, always 
leading to innovative results. However, these organisations are more external 
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focus and result oriented when compared to clan culture, which will make them 
bear a higher risk with greater uncertainty in doing business.  
 
For example, when one considered the design process of a development by the 
in-house design team within the company, if the organisation provides an open 
environment for discussion and implementation, the design team could have a 
greater flexibility with higher innovation with the implementation of sustainability in 
the design. However, on the other extreme, if one company is dominated by 
market culture, where strategies mostly react to market trends and competitive 
advantages, without any open discussion and innovation, the design team would 
have little room to implement sustainability into the design. This example proves 
that flexibility, innovation and a human-oriented type of culture are vitally important 
to sustainability implementation. 
 
Clan culture focuses on internal matters of the organisation and provides flexibility 
and innovation. From the managerial aspects, once the sustainability programmes 
are implemented in the organisation, people will need to comply with those 
requirements by building up trust and commitment together. The internal and 
human focus in the clan culture develops an environment with all these elements 
to lead the companies to implement sustainability more effectively. 
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8.4.2 Correlation test between categories of corporate sustainability and 
organisational culture scores 
The second correlation test checks for the association between the elements of 
corporate sustainability score and the four organisational cultures. All categories 
in corporate sustainability score are significantly correlated with clan culture. Clan 
culture positively attributes to sustainability implementation in all aspects 
(accountability and transparency; environmental dimension; and social dimension) 
with a significant value of 0.004, 0.000 and 0.000 respectively. The clan culture 
also positively affects the total corporate sustainability score (sig. = 0.002). 
 
This verifies the first test that clan culture significantly attributes to sustainability 
implementation (see table 15). With the results of these two tests, the author 
hence can prove the hypothesis that “the dominant organisational clan and 
adhocracy culture is positively associated with the level of implementation of 
corporate sustainability” is true.  
 
8.4.3 Correlation test between dimensions of organisational culture and 
total corporate sustainability score 
From the correlation test for sustainability total score by culture dimensions, it was 
found that corporate sustainability score significantly shows a strong association 
with the dimensions in clan culture and some dimensions in adhocracy culture. 
Companies with dominant clan culture in the following aspects will show a better 
performance in corporate sustainability: dominant characteristic (sig. = 0.016), 
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management of employee (sig. = 0.001), organisational glue (sig. = 0.023), 
strategic emphases (sig. = 0.016) and criteria of success (sig. = 0.014). 
Companies with dominant adhocracy culture in organisational leadership (sig. = 
0.019) and criteria of success (sig. = 0.011) will also lead to better implementation 
of sustainability according to the result. 
 
This implies that the management style, the way to hold the organisation together, 
how the strategies work in the organisation and what values the organisation’s 
success are important factors in determining for a successful implementation of 
corporate sustainability. In this way, various systems such as environmental 
management system, waste management, energy management, total quality 
management, etc. can be implemented more efficiently and easily under such 
culture. The rationale behind is that successful implementation requires the 
organisation to have a management approach which looks for continuous 
improvement satisfying all stakeholders. There should be a specific way for 
managing the people and leading the organisation towards a sustaining 
corporation. In this case, it is found that corporate sustainability is more successful 
in companies having a long term and internal focus in managing aspects rather 
than those having short term and external focus. 
 
Moreover, table 16 shows that most dimensions under market culture, although 
are not as significant as those in clan and adhocracy, are negatively associated 
with the corporate sustainability score. Since the management style in market 
culture is goal-oriented, decision makers may probably set some goals which are 
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highly economic-oriented and ignore opinions from other members. From this, one 
may conclude, arguably, the market culture would probably be a constraint to 
sustainability implementation. 
 
When considering the most desired culture profile for corporate sustainability, 
dimensions which are significantly associated with corporate sustainability in one 
of the culture type are chosen based on the test above. To have an ideal culture 
for sustainability implementation in Hong Kong development industry, it is the best 
to have the dominant characteristics, management of employee, organisational 
glue, and strategic emphases as consider in clan culture. While for organisational 
leadership it is better to dominate in adhocracy culture and for criteria of success, 
both adhocracy and clan culture would ease the implementation of corporate 
sustainability. 
 
From the results of the above correlation test, one may observe that culture 
dimensions which are related to human relationships, such as management of 
employee, organisational glue and organisational leadership, are associated with 
the corporate sustainability score. In this case, the author proves that these 
dimensions in either clan or adhocracy are positively associated with sustainability. 
This justifies the hypothesis “the culture dimensions which are related to human 
relationships are associated with the corporate sustainability score”.  
 
These results verify what Quinn (1988) has mentioned as he stated that no 
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organisation could reflect only on value system and for an organisation to perform 
well, values in all the four cultures should be obtained, just with some being more 
dominant than the other. This time the dimensions for implementing corporate 
sustainability successfully are from two types of culture, clan and adhocracy. 
 
In more general terms, the ideal culture profile should be one having a friendly 
working environment with leaders as advisors or mentors who accept opinions 
and merge them into decision making process, with an open mind to accept new 
ideas and try to incorporate such ideas into strategies and operations. At the same 
time, organisations should be hold by a high commitment and morale so with such 
participation, the organisation are being lead towards the path of sustainability. 
 
Moreover, turnover of a company also have a significant factor affecting the 
organisational culture according to this study. This may or may not be an 
implication that annual turnover is another of underlying factor that affects 
corporate sustainability. As mentioned in literature review, implementing 
sustainability in a corporation would lead to competitive advantage, either or both 
in monetary or intangible terms, therefore the high annual turnover could be a 
result from the sustainability practices implementation. However, it could also be 
the case that the high turnover rate does not related to sustainability practice at all. 
Therefore the author would not conclude turnover is one of the underlying factors 
that affect corporate sustainability. 
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8.5 Implications for Theory 
The study verifies Dunphy et al. (2007)’s idea: “It is recognized that the links 
between an organisational culture of innovation and one designed to deliver 
sustainability.” As discussed above, for those companies under adhocracy, which 
are usually characterised by flexibility and innovation, are achieving higher level of 
implementation or sustainability. On the other hand, Welford (1997) thinks that an 
organisation must recognise that any long term success depends on the attitudes 
and knowledge of members involved in the organisation to implement 
sustainability. His emphasis on managing human in an organisation suits the 
results of this test, which human emphases constitute a dominating factor in 
corporate sustainability. 
 
In specific, Jones et al. (2001) conclude in their research that “human relations 
orientation” culture, such as clan or adhocracy, rather than the hierarchy culture, 
would lead to a higher readiness for organisations to achieve toward full 
sustainability. This research has justified what Jones et al. concluded in their 2001 
research and found out that the situation is more or less the same in Hong Kong 
development companies; although the author does not succeed to prove the 
hierarchy culture would lead to constraint towards sustainability. To conclude, this 
research in Hong Kong context stays in line with the findings of what the other 
scholars have found out.  
 
   - 252 - 
8.6 Implications for Practice 
According to what Stace and Dunphy (2001) have suggested, in order to 
successfully implementing sustainability, leadership is primarily consultative in 
style. Moreover, new values must be created and corporate cultures are modified 
in the process of implementation. (Schein, 2005) Beyer and Trice (1993) state that 
culture change occurs when something causes the basic elements of a culture to 
differentiate from its current status, and which can be initiated by the top 
management of the organisations. 
 
The implications for these concepts can explain the unpopular practice of 
implementing corporate sustainability in Hong Kong development industry and 
indicate the foreseen future of sustainability practice. As mentioned by above, 
successful implementation of corporate sustainability relies on new value creation 
and change in corporate culture, however, culture change will occur only when 
some basic elements vary. This can explain why the development industry in 
Hong Kong does not score in sustainability performance. As the potential benefits 
lead by corporate sustainability, which may either be tangible or intangible, are not 
notified by most of the developers in Hong Kong. Therefore, without such 
knowledge and appropriate attitude towards sustainability, development 
companies may not be able to trigger new values towards sustainability; as a 
result, these companies would remain non-responsive to corporate sustainability 
or just keep an ignoring attitude to the new concept.  
 
As a suggestion to those organisations which are still in early stages towards 
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sustainability, in order to incorporate sustainability into business strategies and 
operations, fundamental changes in corporate culture and philosophy are needed 
rather than just emphasis on technical changes within the organisation. An ideal 
corporate culture profile to adopt changes to a sustaining corporation is mentioned 
in the previous section can be used as a guide or reference for corporations to 
adopt sustainability practices in strategic and operational level. 
 
8.7 Limitations and suggestions for future research 
By positioning this first study of the corporate sustainability and organisational 
culture, decisions were taken in the research process to provide a cross-company 
overview on the corporate sustainability and organisational culture in Hong Kong. 
The complexity inherent in this research field has been reduced by working with 
several assumptions and limitations, which simultaneously represent 
opportunities for future research. The author sees two major directions for future 
research: (1) research purpose enlargement; (2) enhancement of the 
methodological side. 
 
8.7.1 Research purpose enhancement 
The author suggests the first major direction for future research is an 
enhancement of the research purpose. As little knowledge was available, this 
study aims to provide an overview – to establish the terrain. Being rather 
explorative and descriptive in nature, this study demonstrates that there is a 
relationship between organisational culture and corporate sustainability in Hong 
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Kong development industry. When more in-depth knowledge is available, in 
particular for other property and construction companies but not limited to 
development companies, a more different results and observation may be 
generated. For example, further research into other construction industry may 
reveal how this group of companies can manage to maintain higher scores for 
corporate sustainability. In that sense, culture indeed has the potential to serve as 
a competitive advantage of other corporations in different industries. If managed 
appropriately, it may well be a sustainable one. 
 
8.7.2 Methodology enhancement 
The second direction suggested for further research concerns the methodological 
and empirical dimension. The first limitation of the study is about the sample size. 
Since only five questionnaires are requested to be collected from each company 
due to the limited time, the five questionnaire collected from each company may 
not fully represent the shared values and philosophies of the whole organisation. 
While in further studies, a larger number of questionnaires from each company 
can be obtained to achieve a more comprehensive view of the industry.  
 
The second limitation is the response rate. The author has been trying in different 
method to collect data from different developers, such as fax, email, phone, etc. 
However, the process is time consuming and does not receive the required 
responses. The responded companies are ten out of twenty five. Therefore the 
sample sizes of ten developers may not represent the whole industry and this 
study could not generate a representative figure that supports the dominant 
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cultures for all the development companies. Nevertheless, the trend of dominant 
culture is found to be clan and market which let the researcher know more about 
the organisational culture form different development companies. 
 
8.8 Conclusion 
To implement sustainability practices and achieve a sustainable corporation, this 
paper is looking from the perspective of the management approach. As stated 
before, sustainability concern in Hong Kong development industry, when 
compared with international standards, are relatively low. One of the reasons is 
about the mismatch of organisational culture as mentioned by scholars. Mindset 
and commitment of the organisational leadership towards sustainability is also an 
important factor to implementation. Therefore this research has tried to measure 
organisational culture and corporate sustainability of Hong Kong development 
companies to see if there is any linkage between the two results in order to 
achieve the objectives set in this research. 
 
The aims of this paper are stated once again as follows: 
(1) The first research aim is to capture and understand the organisational culture 
profiles of the Hong Kong developers 
(2) The second research aim is to identify and examine efforts by Hong Kong 
developers in terms of sustainability  
(3) The third research aim is to find out the relationship between organisational 
culture and corporate sustainability 
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For the first aim, it was achieved by few steps. The first step was started by 
literature review. The concept of organisational culture was understood by looking 
first at the definition and characteristics of culture and then further into the 
definition of organisational culture. In simple terms, it was defined as the 
underlying values, beliefs shared among the members of an organisation. 
Afterwards, the organisational culture profiles of each responded company are 
captured by the OCAI. 
 
The result shows that most of the organisational cultures from the respondents are 
either in different types of culture. However, since the number of response is small, 
this could not be a conclusive one for the whole development industry in Hong 
Kong. Besides, different tests have been performed to see if the age and annual 
turnover of the companies will affect the dominant organisational culture. It was 
found that the culture of clan and market will have a more significant difference 
when the companies are divided into groups considering annual turnover, while 
the other results are not considered to be very significant. 
 
The second aim is looking at the corporate sustainability level of those 
development companies. By means of a content analysis, the different strategies 
and operations regarding sustainability in these development companies are 
reviewed and trends of the companies’ sustainability stages are formulated by 
means of a sustainability change matrix. Moreover, these companies are 
assessed by means of a sustainability balanced scorecard. It was found that half 
of the developers have implemented many sustainability practices. Only three 
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companies have implemented sustainability to a high level while the others are still 
in the middle stage towards sustainability. One of the reasons that some 
developers do not implemented corporate sustainability successfully should come 
from their organisational cultures, which are concluded from achieving the third 
aim. 
 
The third aim is going to look at the linkage between corporate sustainability and 
the organisational culture of the responded development companies. Test of 
association are performed to see companies with which type of dominant cultures 
are going to have a higher corporate sustainability score. The result shows that 
companies with dominant clan or adhocracy culture will have a higher score in the 
corporate sustainability. However, not much information can be provided from 
these tests in giving suggestions to implement sustainability successfully. 
 
Therefore, another correlation test has been performed to test if there is any 
dimension of the organisational culture would lead the companies to implement 
sustainability successfully. From the result, it was found that most dimensions 
except organisational leadership in clan culture could facilitate sustainability 
implementation. While for the organisational leadership and criteria of success, it 
would be best to perform under the culture of adhocracy..  
 
Lastly, the result of the two analysis are linked together to conclude that factors of 
turnover of a company may also be an underlying factors that affect corporate 
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sustainability while the clan culture are probably the most beneficial type that can 
facilitate the implementation of corporate sustainability. 
 
Researching the relationship between corporate sustainability and organisational 
culture represents a challenge, as both constructs are complex. Wars are waged 
in the organisational culture field. Disputes over definitions and controversies of 
sustainability indicate the state of the field as being in flux. Linking these tow 
constructs can thus be a rather unorthodox variable combination. Organisational 
learning or contingency frameworks emphasize the need to scrutinise internal 
factors and, therefore, more micro-approaches. Analogously, past organisational 
culture research has overemphasised the micro-view based on the differentiation 
and ambiguity paradigm, and has not embraced the opportunity for an exploration 
of the sustainability context adequately, either as a challenge concerning new 
content, or as a chance for reviving its importance and showing its relevance. 
 
However, this study represents a worthwhile endeavour, not primarily because 
both key variables have been directly associated with performance and are 
therefore important, or because it addresses a wide-open gap in research, but first 
and foremost because there are results. Hong Kong development companies with 
dominant clan culture do indeed affect the implementation of corporate 
sustainability, as shown with multiple content- as well as setting dimensions of 
organisational cultures. Corporate sustainability and organisational culture are 
more than two pieces of a jigsaw that need to fit together to be effective in the 
business expansion process. The jigsaw comparison neglects the possibility of 
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shaping or cutting both pieces and still arriving at an edifying picture for the future. 
I therefore conclude that the research on corporate sustainability continues to 
make progress and organisational culture continues to matter. 
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Appendix 1 Sample Covering letter and Questionnaires 
1. The covering letter 
Fax 
To: [company] 
Attn: [Department] 
From: Li Hiu Ming, Max 
Date: [date] 
Page: 3 (incl. cover) 
 
Dear Sir/ Madam, 
 
Increasing competitive pressure is a continuous challenge to HK developers in terms of 
improving performance. I, in my capacity as a young researcher undertaking my 
undergraduate dissertation, am studying how corporations and their organisational cultures 
impact both externally and internally upon company strategies. 
 
In order to obtain usable results the research requires manager and employee responses to a 
short questionnaire which is attached hereto. Ideally I would like to request say 5 responses 
one from yourself as a senior manager and the others from employees within your 
organisation. The responses need to describe the real rather than the idealised situation of 
the company. In your role as senior manager, could I please request your assistance in 
compiling the said responses within your company. Please be assured that all responses will 
be ‘anonymised’ and that no company specific information will be released or published. ALL 
data will be aggregated and used only at that level. 
 
If you have any questions, please contact me either by phone [92784483] or email 
[h0402873@hku.hk]. 
 
I look forward to your response and thank you for your support which is much appreciated. 
 
Yours sincerely, 
 
Li Hiu Ming, Max 
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2. The OCAI Questionnaire 
Your company’s Organisational Culture Profile 
Please indicate to what extent the following statements hold true for your 
organisation. 
In this organisation… 
(5=completely true, 4=mostly true, 3=partly true, 2=slightly true, or 1=not true): 1 2 3 4 5 
1. The company is a very personal place; it is like an extended family; people seem to 
share a lot of themselves. 
     
2. The company is a very dynamic and entrepreneurial place; people are willing to stick 
their necks out and take risks. 
     
3. The company is very results-oriented; a major concern is with getting the job done; 
people are very competitive and achievement-oriented. 
     
4. The company is a very controlled and structured place; formal procedures generally 
govern what people do. 
     
5. The leadership in the company is generally considered to exemplify mentoring, 
facilitating, or nurturing. 
     
6. The leadership in the company is generally considered to exemplify entrepreneurship, 
innovation, or risk taking. 
     
7. The leadership in the company is generally considered to exemplify a no-nonsense, 
aggressive, results-oriented focus. 
     
8. The leadership in the company is generally considered to exemplify coordinating, 
organizing, or smooth-running efficiency. 
     
9. The management style in the company is characterized by teamwork, consensus, and 
participation. 
     
10. The management style in the company is characterized by individual risk taking, 
innovation, freedom, and uniqueness. 
     
11. The management style in the company is characterized by hard-driving 
competitiveness, high demands, and achievement. 
     
12. The management style in the company is characterized by security of employment, 
conformity, predictability, and stability in relationships. 
     
13. The glue that holds the company together is loyalty and mutual trust; commitment to 
this company runs high. 
     
14. The glue that holds the company together is commitment to innovation and 
development; there is an emphasis on being on the cutting edge. 
     
15. The glue that holds the company together is on achievement and goal 
accomplishment. 
     
16. The glue that holds the company together is formal rules and policies; maintaining a 
smooth-running company is important. 
     
   - 275 - 
17. The company emphasizes human development; high trust, openness, and 
participation persist. 
     
18. The company emphasizes acquiring new resources and creating new challenges; 
trying new things and prospecting for opportunities and valued. 
     
19. The company emphasizes competitive actions and achievement; hitting stretch 
targets and winning in marketplace are dominant. 
     
20. The company emphasizes permanence and stability; efficiency, control, and smooth 
operations are important. 
     
21. The company defines success on the basis of the development of human resources, 
teamwork, employee commitment, and concern for people. 
     
22. The company defines success on the basis of having the most unique or newest 
products; it is a product leader and innovator. 
     
23. The company defines success on the basis of winning in the marketplace and 
outpacing the competition; competitive market leadership is key. 
     
24. The company defines success on the basis of efficiency; dependable delivery, 
smooth scheduling, and low-cost production are critical. 
     
25. There is a high level of agreement about the way that we do things in this company      
26. The company imposes a wide range of behaviours and beliefs on its members      
27. The values of employees and those foster by the company are largely the same.      
28. Our organisational culture promotes sustainability (or would promote it.)      
-This is the end of the questionnaire. Thank you very much for your 
cooperation.- 
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Appendix 2 Individual OCAI Scoring for the responded companies 
 
Company A     
   Average Score   
6 elements of OC clan adhocracy market hierarchy 
Dominant characteristic 3.7 3.2 3.6 2.5 
Organisational leadership 3.3 4.3 3.5 4.8 
Management of employee 4.2 3.4 3.6 3.2 
Organisational glue 4.3 4.2 3.8 2.6 
Strategic emphases 4.1 3.3 4.4 2.4 
Criteria of success 4.6 3.4 4.5 4.8 
Overall OC Profile 4.03 3.63 3.90 3.38 
      
Company B     
   Average Score   
6 elements of OC clan adhocracy market hierarchy 
Dominant characteristic 3.8 3.6 3.4 2.4 
Organisational leadership 3.5 4.2 2.7 4.2 
Management of employee 4.3 3.2 3.5 4.5 
Organisational glue 4.8 4 3.7 3.2 
Strategic emphases 4.5 4.3 3.8 2.8 
Criteria of success 4.8 4.5 3.7 2.9 
Overall OC Profile 4.28 3.97 3.47 3.33 
      
Company C     
   Average Score   
6 elements of OC clan adhocracy market hierarchy 
Dominant characteristic 4.3 3.4 4 2.5 
Organisational leadership 3.5 4 3.3 4.4 
Management of employee 4.1 3.3 3.5 3 
Organisational glue 4.9 3.5 3.6 3 
Strategic emphases 4.5 3 4.3 2.1 
Criteria of success 4 4 4.5 3.3 
Overall OC Profile 4.22 3.5 3.9 3.1 
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Company D     
   Average Score   
6 elements of OC clan adhocracy market hierarchy 
Dominant characteristic 3.3 3.1 3.6 3.6 
Organisational leadership 3.8 3.6 3 3.5 
Management of employee 3.8 3 3 3 
Organisational glue 3.5 3.5 3.6 3.3 
Strategic emphases 3.3 3.5 3 3.3 
Criteria of success 3.2 3.6 3.2 3 
Overall OC Profile 3.48 3.38 3.23 3.28 
      
Company E     
  Average Score   
6 elements of OC clan adhocracy market hierarchy 
Dominant characteristic 3.6 3.5 3.8 3 
Organisational leadership 3.5 3.4 4 3.8 
Management of employee 3.7 3.3 3.4 3.4 
Organisational glue 4.1 3.1 4.2 3 
Strategic emphases 3.6 3.4 4 2.8 
Criteria of success 3 3 3.8 2.6 
Overall OC Profile 3.58 3.28 3.87 3.10 
      
Company F     
  Average Score   
6 elements of OC clan adhocracy market hierarchy 
Dominant characteristic 3.7 3.7 4 3 
Organisational leadership 3.3 3.5 4 3.8 
Management of employee 3.4 3.6 3.4 3 
Organisational glue 3.6 3.6 4.2 3.2 
Strategic emphases 3.5 3.5 4.1 3 
Criteria of success 2.8 3.3 4 2.7 
Overall OC Profile 3.38 3.53 3.95 3.12 
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Company G     
   Average Score   
6 elements of OC clan adhocracy market hierarchy 
Dominant characteristic 4.6 4 4 3.3 
Organisational leadership 3.4 4.1 3.5 3.8 
Management of employee 3.8 3.5 3.6 3.2 
Organisational glue 3.6 4 4 3 
Strategic emphases 3.5 4 3.6 3 
Criteria of success 3.1 3.6 3.3 2.6 
Overall OC Profile 3.67 3.87 3.67 3.15 
      
Company H     
  Average Score   
6 elements of OC clan adhocracy market hierarchy 
Dominant characteristic 3.4 3.1 3.6 3.3 
Organisational leadership 3.5 2.5 3.5 3.1 
Management of employee 3.6 3.6 3.8 2.7 
Organisational glue 3.2 4 3.5 3 
Strategic emphases 2.5 3.6 3 2.6 
Criteria of success 3.5 3.3 3.6 3 
Overall OC Profile 3.28 3.35 3.50 2.95 
      
Company I     
  Average Score   
6 elements of OC clan adhocracy market hierarchy 
Dominant characteristic 3.3 3.5 4 3.6 
Organisational leadership 3.5 3.4 3.8 4.1 
Management of employee 3.2 3.3 3.5 3.7 
Organisational glue 3.3 3.1 3.4 3.6 
Strategic emphases 3.3 3.4 4 3.6 
Criteria of success 3 3 3 3.6 
Overall OC Profile 3.27 3.28 3.62 3.70 
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Company J     
  Average Score   
6 elements of OC clan adhocracy market hierarchy 
Dominant characteristic 3.6 3.6 4 3.4 
Organisational leadership 3.3 3.6 3.5 4.3 
Management of employee 3.6 3.4 3.6 3.4 
Organisational glue 3.6 3.6 4.1 4.3 
Strategic emphases 3.4 3.6 3.6 3.8 
Criteria of success 3 3.3 3.7 3.5 
Overall OC Profile 3.42 3.52 3.75 3.78 
      
Overall Score      
      
6 elements of OC clan adhocracy market hierarchy 
Dominant characteristic 3.73 3.47 3.8 3.06 
Organisational leadership 3.46 3.66 3.48 3.98 
Management of employee 3.77 3.36 3.49 3.31 
Organisational glue 3.89 3.66 3.81 3.22 
Strategic emphases 3.62 3.56 3.78 2.94 
Criteria of success 3.50  3.50  3.73  3.20  
Overall OC Profile 3.662 3.535 3.682 3.285 
 
 
Additional Survey Items 
Cultural Strength Sustainability Company 
Q25 Q26 Q27 Total Q28 
A 4.76 3.43 4.12 4.10 2.23 
B 4.71 4.31 3.76 4.26 2.46 
C 4.16 4.34 3.12 3.87 2.31 
D 4.31 3.23 3.57 3.70 3.42 
E 3.76 3.07 3.19 3.34 3.23 
F 3.83 3.74 3.12 3.56 3.42 
G 4.73 3.78 3.41 3.97 3.13 
H 3.23 3.14 3.35 3.24 3.19 
I 3.23 3.45 3.65 3.44 3.32 
J 3.43 3.72 3.69 3.61 3.10 
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Appendix 4 SPSS output on the Kruskal-Wallis Test and Spearman’s Rho 
Correlation Test 
 
1. SPSS out of the Kruskal Wallis Test between the organisational 
culture and the existence of respondents 
 
NPar Tests 
Kruskal-Wallis Test (duration vs dominant characteristics) 
 
Ranks 
 Duration N Mean Rank 
Duration Existence >=100 2 3.75 
Duration Existence <100 8 5.94 
Clan_dom 
Total 10  
Duration Existence >=100 2 4.50 
Duration Existence <100 8 5.75 
Adhoc_dom 
Total 10  
Duration Existence >=100 2 5.50 
Duration Existence <100 8 5.50 
Mark_dom 
Total 10  
Duration Existence >=100 2 7.25 
Duration Existence <100 8 5.06 
Hier_dom 
Total 10  
 
Test Statistics
a,b
 
 Clan_dom Adhoc_dom Mark_dom hier_dom 
Chi-Square .851 .278 .000 .856 
df 1 1 1 1 
Asymp. Sig. .356 .598 1.000 .355 
a. Kruskal Wallis Test   
b. Grouping Variable: Duration   
 
 
   - 284 - 
Kruskal-Wallis Test (duration vs organisational leadership) 
 
 
Ranks 
 Duration N Mean Rank 
Duration Existence >=100 2 4.50 
Duration Existence <100 8 5.75 
Clan_lead 
Total 10  
Duration Existence >=100 2 3.25 
Duration Existence <100 8 6.06 
Adhoc_lead 
Total 10  
Duration Existence >=100 2 5.50 
Duration Existence <100 8 5.50 
Mark_lead 
Total 10  
Duration Existence >=100 2 4.50 
Duration Existence <100 8 5.75 
Hier_lead 
Total 10  
 
 
Test Statistics
a,b
 
 Clan_lead Adhoc_lead Mark_lead Hier_lead 
Chi-Square .319 1.398 .000 .280 
df 1 1 1 1 
Asymp. Sig. .572 .237 1.000 .597 
a. Kruskal Wallis Test   
b. Grouping Variable: Duration   
 
 
Kruskal-Wallis Test (duration vs management of employee) 
 
 
Ranks 
   - 285 - 
 Duration N Mean Rank 
Duration Existence >=100 2 3.50 
Duration Existence <100 8 6.00 
Clan_mgt 
Total 10  
Duration Existence >=100 2 8.00 
Duration Existence <100 8 4.88 
Adhoc_mgt 
Total 10  
Duration Existence >=100 2 9.00 
Duration Existence <100 8 4.62 
Mark_mgt 
Total 10  
Duration Existence >=100 2 4.25 
Duration Existence <100 8 5.81 
Hier_mgt 
Total 10  
 
 
Test Statistics
a,b
 
 Clan_mgt Adhoc_mgt Mark_mgt Hier_mgt 
Chi-Square 1.104 1.769 3.534 .442 
df 1 1 1 1 
Asymp. Sig. .293 .184 .060 .506 
a. Kruskal Wallis Test   
b. Grouping Variable: Duration   
 
 
Kruskal-Wallis Test (duration vs organisational glue) 
 
 
Ranks 
 Duration N Mean Rank 
Duration Existence >=100 2 3.00 Clan_glue 
Duration Existence <100 8 6.12 
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Total 10  
Duration Existence >=100 2 6.75 
Duration Existence <100 8 5.19 
Adhoc_glue 
Total 10  
Duration Existence >=100 2 5.00 
Duration Existence <100 8 5.62 
Mark_glue 
Total 10  
Duration Existence >=100 2 6.75 
Duration Existence <100 8 5.19 
Hier_glue 
Total 10  
 
 
Test Statistics
a,b
 
 Clan_glue Adhoc_glue Mark_glue Hier_glue 
Chi-Square 1.747 .445 .069 .457 
df 1 1 1 1 
Asymp. Sig. .186 .505 .793 .499 
a. Kruskal Wallis Test   
b. Grouping Variable: Duration   
 
 
Kruskal-Wallis Test (duration vs Strategic Emphases) 
 
 
Ranks 
 Duration N Mean Rank 
Duration Existence >=100 2 2.50 
Duration Existence <100 8 6.25 
Clan_stra 
Total 10  
Duration Existence >=100 2 7.50 
Duration Existence <100 8 5.00 
Adhoc_stra 
Total 10  
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Duration Existence >=100 2 2.50 
Duration Existence <100 8 6.25 
Mark_stra 
Total 10  
Duration Existence >=100 2 6.50 
Duration Existence <100 8 5.25 
Hier_stra 
Total 10  
 
 
Test Statistics
a,b
 
 Clan_stra Adhoc_stra Mark_stra Hier_stra 
Chi-Square 2.500 1.111 2.500 .276 
df 1 1 1 1 
Asymp. Sig. .114 .292 .114 .599 
a. Kruskal Wallis Test   
b. Grouping Variable: Duration   
 
 
 
Kruskal-Wallis Test (duration vs criteria of sucess) 
 
 
Ranks 
 Duration N Mean Rank 
Duration Existence >=100 2 5.00 
Duration Existence <100 8 5.62 
Clan_crit 
Total 10  
Duration Existence >=100 2 4.00 
Duration Existence <100 8 5.88 
Adhoc_crit 
Total 10  
Duration Existence >=100 2 4.75 
Duration Existence <100 8 5.69 
Mark_crit 
Total 10  
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Duration Existence >=100 2 6.75 
Duration Existence <100 8 5.19 
Hier_crit 
Total 10  
 
 
Test Statistics
a,b
 
 Clan_crit Adhoc_crit Mark_crit Hier_crit 
Chi-Square .070 .637 .155 .431 
df 1 1 1 1 
Asymp. Sig. .792 .425 .694 .511 
a. Kruskal Wallis Test   
b. Grouping Variable: Duration   
 
Kruskal-Wallis Test (duration vs overall) 
 
Ranks 
 Duration N Mean Rank 
Duration Existence >=100 2 3.00 
Duration Existence <100 8 6.12 
Clan_all 
Total 10  
Duration Existence >=100 2 4.50 
Duration Existence <100 8 5.75 
Adhoc_all 
Total 10  
Duration Existence >=100 2 4.50 
Duration Existence <100 8 5.75 
Mark_all 
Total 10  
Duration Existence >=100 2 5.50 
Duration Existence <100 8 5.50 
Hier_all 
Total 10  
 
Test Statistics
a,b
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 Clan_dom Adhoc_dom Mark_dom Hier_dom 
Chi-Square 1.705 .274 .274 .000 
df 1 1 1 1 
Asymp. Sig. .192 .600 .600 1.000 
a. Kruskal Wallis Test   
b. Grouping Variable: Duration   
 
2. SPSS output of the Kruskal-Wallis Test between the organisational culture 
and the annual turnover of respondents 
 
NPar Tests 
Kruskal-Wallis Test (turnover vs dominant characteristics) 
 
 
Ranks 
 Annual_Turnover N Mean Rank 
Annual  Turnover >= 5 
billion 
4 6.25 
Annual  Turnover < 5 billion 6 5.00 
Clan_dom 
Total 10  
Annual  Turnover >= 5 
billion 
4 4.00 
Annual  Turnover < 5 billion 6 6.50 
Adhoc_dom 
Total 10  
Annual  Turnover >= 5 
billion 
4 3.75 
Annual  Turnover < 5 billion 6 6.67 
Mark_dom 
Total 10  
Annual  Turnover >= 5 
billion 
4 3.88 
Annual  Turnover < 5 billion 6 6.58 
Hier_dom 
Total 10  
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Test Statistics
a,b
 
 Clan_dom Adhoc_dom Mark_dom Hier_dom 
Chi-Square .417 1.667 2.606 1.968 
df 1 1 1 1 
Asymp. Sig. .519 .197 .096 .161 
a. Kruskal Wallis Test   
b. Grouping Variable: Annual_Turnover  
 
 
Kruskal-Wallis Test (turnover vs organisational leadership) 
 
 
Ranks 
 Annual_Turnover N Mean Rank 
Annual  Turnover >= 5 
billion 
4 6.50 
Annual  Turnover < 5 billion 6 4.83 
Clan_lead 
Total 10  
Annual  Turnover >= 5 
billion 
4 7.88 
Annual  Turnover < 5 billion 6 3.92 
Adhoc_lead 
Total 10  
Annual  Turnover >= 5 
billion 
4 2.88 
Annual  Turnover < 5 billion 6 7.25 
Mark_lead 
Total 10  
Annual  Turnover >= 5 
billion 
4 7.00 
Annual  Turnover < 5 billion 6 4.50 
Hier_lead 
Total 10  
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Test Statistics
a,b
 
 Clan_lead Adhoc_lead Mark_lead Hier_lead 
Chi-Square .851 4.153 5.369 1.677 
df 1 1 1 1 
Asymp. Sig. .356 .042 .020 .195 
a. Kruskal Wallis Test   
b. Grouping Variable: Annual_Turnover  
 
 
Kruskal-Wallis Test (turnover vs management of employee) 
 
 
Ranks 
 Annual_Turnover N Mean Rank 
Annual  Turnover >= 5 
billion 
4 8.38 
Annual  Turnover < 5 billion 6 3.58 
Clan_mgt 
Total 10  
Annual  Turnover >= 5 
billion 
4 3.38 
Annual  Turnover < 5 billion 6 6.92 
Adhoc_mgt 
Total 10  
Annual  Turnover >= 5 
billion 
4 4.75 
Annual  Turnover < 5 billion 6 6.00 
Mark_mgt 
Total 10  
Annual  Turnover >= 5 
billion 
4 5.38 
Annual  Turnover < 5 billion 6 5.58 
Hier_mgt 
Total 10  
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Test Statistics
a,b
 
 Clan_mgt Adhoc_mgt Mark_mgt Hier_mgt 
Chi-Square 6.085 3.408 .433 .012 
df 1 1 1 1 
Asymp. Sig. .014 .065 .511 .914 
a. Kruskal Wallis Test   
b. Grouping Variable: Annual_Turnover  
 
 
Kruskal-Wallis Test (turnover vs organisational glue) 
 
 
Ranks 
 Annual_Turnover N Mean Rank 
Annual  Turnover >= 5 
billion 
4 7.50 
Annual  Turnover < 5 billion 6 4.17 
Clan_glue 
Total 10  
Annual  Turnover >= 5 
billion 
4 6.25 
Annual  Turnover < 5 billion 6 5.00 
Adhoc_glue 
Total 10  
Annual  Turnover >= 5 
billion 
4 4.50 
Annual  Turnover < 5 billion 6 6.17 
Mark_glue 
Total 10  
Annual  Turnover >= 5 
billion 
4 4.75 
Annual  Turnover < 5 billion 6 6.00 
Hier_glue 
Total 10  
 
   - 293 - 
 
Test Statistics
a,b
 
 Clan_glue Adhoc_glue Mark_glue Hier_glue 
Chi-Square 2.981 .427 .736 .438 
df 1 1 1 1 
Asymp. Sig. .084 .513 .391 .508 
a. Kruskal Wallis Test   
b. Grouping Variable: Annual_Turnover  
 
 
Kruskal-Wallis Test (turnover vs strategic emphases) 
 
 
Ranks 
 Annual_Turnover N Mean Rank 
Annual  Turnover >= 5 
billion 
4 7.38 
Annual  Turnover < 5 billion 6 4.25 
Clan_stra 
Total 10  
Annual  Turnover >= 5 
billion 
4 4.62 
Annual  Turnover < 5 billion 6 6.08 
Adhoc_stra 
Total 10  
Annual  Turnover >= 5 
billion 
4 6.38 
Annual  Turnover < 5 billion 6 4.92 
Mark_stra 
Total 10  
Annual  Turnover >= 5 
billion 
4 3.88 
Annual  Turnover < 5 billion 6 6.58 
Hier_stra 
Total 10  
 
   - 294 - 
 
Test Statistics
a,b
 
 Clan_stra Adhoc_stra Mark_stra Hier_stra 
Chi-Square 2.604 .567 .567 1.944 
df 1 1 1 1 
Asymp. Sig. .107 .451 .451 .163 
a. Kruskal Wallis Test   
b. Grouping Variable: Annual_Turnover  
 
 
Kruskal-Wallis Test (turnover vs criteria of success) 
 
 
Ranks 
 Annual_Turnover N Mean Rank 
Annual  Turnover >= 5 
billion 
4 8.25 
Annual  Turnover < 5 billion 6 3.67 
Clan_crit 
Total 10  
Annual  Turnover >= 5 
billion 
4 8.12 
Annual  Turnover < 5 billion 6 3.75 
Adhoc_crit 
Total 10  
Annual  Turnover >= 5 
billion 
4 6.62 
Annual  Turnover < 5 billion 6 4.75 
Mark_crit 
Total 10  
Annual  Turnover >= 5 
billion 
4 6.62 
Annual  Turnover < 5 billion 6 4.75 
Hier_crit 
Total 10  
 
   - 295 - 
 
Test Statistics
a,b
 
 Clan_crit Adhoc_crit Mark_crit Hier_crit 
Chi-Square 5.637 5.200 .932 .932 
df 1 1 1 1 
Asymp. Sig. .018 .023 .334 .334 
a. Kruskal Wallis Test   
b. Grouping Variable: Annual_Turnover  
 
 
Kruskal-Wallis Test (turnover vs overall) 
 
 
Ranks 
 Annual_Turnover N Mean Rank 
Annual  Turnover >= 5 
billion 
4 8.00 
Annual  Turnover < 5 billion 6 3.83 
Clan_all 
Total 10  
Annual  Turnover >= 5 
billion 
4 6.75 
Annual  Turnover < 5 billion 6 4.67 
Adhoc_all 
Total 10  
Annual  Turnover >= 5 
billion 
4 5.00 
Annual  Turnover < 5 billion 6 5.83 
Mark_all 
Total 10  
Annual  Turnover >= 5 
billion 
4 5.88 
Annual  Turnover < 5 billion 6 5.25 
Hier_all 
Total 10  
 
   - 296 - 
 
Test Statistics
a,b
 
 Clan_all Adhoc_all Mark_all Hier_all 
Chi-Square 4.545 1.143 .183 .103 
df 1 1 1 1 
Asymp. Sig. .033 .285 .669 .748 
a. Kruskal Wallis Test   
b. Grouping Variable: Annual_Turnover  
 
   - 297 - 
3. SPSS output of Kruskal-Wallis Test and Spear’s Rho Correlation 
Test between the organisational culture and Corporate sustainability 
score 
 
Kruskal-Wallis Test (Corporate Sustainability Category score vs 
dominant types of culture 
Ranks 
 Culture_typ N Mean Rank 
clan 4 8.50 
adhoc 1 6.00 
market 4 3.50 
hierarchy 1 1.00 
CS_all 
Total 10  
clan 4 7.75 
adhoc 1 4.00 
market 4 4.00 
hierarchy 1 4.00 
CS_at 
Total 10  
clan 4 8.50 
adhoc 1 6.00 
market 4 3.50 
hierarchy 1 1.00 
CS_env 
Total 10  
clan 4 8.25 
adhoc 1 7.00 
market 4 3.38 
hierarchy 1 1.50 
CS_soc 
Total 10  
 
Test Statistics
a,b
 
 CS_all CS_at CS_env CS_soc 
Chi-Square 7.909 5.573 8.156 7.350 
df 3 3 3 3 
Asymp. Sig. .048 .134 .043 .062 
a. Kruskal Wallis Test   
b. Grouping Variable: Culture_type  
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